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Foreword

The Office of Migrant Education (OME) is pleasedpoovide this update to the Migrant Education
Program Identification and Recruitment Manudilan essential resource for migrant educators
nationwide.

This publication is an integral part of OMEGS
was established in 2000 to help states conduct timely and accurate identification and recruitmenft
eligible migratorychildren. This manud was revised to reflect changes to the program enacted in the
Elementary and Secondary Education Act of 1965 (ESE#g amended by theEvery Student

Succeeds Act (ESSA).

Finding and enrolling eligiblenigratorychildren quickly and efficiently is the foundation of a strong
Migrant Education Program (MEPMigratoryfamilies often experience difficulty in receiving

continuous, high-quality educational services because of their high rate of mobility, cultural and
language barriers, social isolation, health e | at ed probl ems, di sruption
and the lack of resources in the aresin which they live and workBefore migratorychildren can be
served, however, they must be found and enrolledtonthe MEP without delay

This publication providegechnical assistanceon how to recruit effectively and how to set up an
efficient and accurate ID&R systemt is my hope that this comprehensive resource will help renew
the commitment of all MEP recraiment staff to the timely and proper ID&R of eligibleigratory
children.

| appreciate the dedication and service of all who work each day on behalfwfratorychildren and
their families. It is more crucial than ever that we use every available resoarand innovative
strategies to identify and serve the children of our hasgorkingmigratoryfarm workers and fishers|
look forward to continuing our work together to strengthen this gateway to the provision of vital MEP
services.

Lisa Gillette

ActingDirector

Office of Migrant Education
U.S. Department of Education
Washington, D.C

de

of
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Preface

Purpose

TheMigrant Education Program (MEP\ational ID&R Manuals designed to assist state educational
agencies (SEAS) in developing statéentification and recruitment (D&R) systems for the MEP,
thereby correctly implementing the MEP statute and regulatiariBhe SEAs responsible for the
proper and timely ID&R of all eligibligratorychildren in the state including documenting the
reason why each child has been determined to ledigible for the MEPPart | of this manual provides
general information and advice regarding the e ¢ r urold irethed@D®Rprocess and in ensuring the
correctnessof eligibility determinations.Part Il ofthis manual provides general information and
advice regarding thestate and/or regionaladministratord sole.

This manual is not intended tde prescriptive.The examples provided in this docuemt should not
be viewed as the "only" or the "best" way to identify migratory childrémstead, they are provided as
tools to help practitioners consider the range of options available and to stiraté thinking about
this topic. This documaent is one of many resources for SEAs and local operating agencies (L@#S)
use as they determine how best to identify and recruit eligibfeigratorychildrenin a manner
consistent with the requirementsof the Elementary and Secondary Education Act of 19BSEA)as
amendedby the Every Student Succeeds A@ESSA)While users of this manual may wish tatilize
or adapt the information presented here, they are free to develop their own approaches that are
consistent with applicable federastatutes and regulations

This manual is meant to be read in cganction with the followhg companion documents:

the authorizing statute

1

9 the applicable regulations

1 the NonRegulatoryGuidancefor Title 1, Part C, Education of Migratory Children (NRG)
1

the U.SDepartmentof Educati onds ( Ebdgalppgdmdthataree on ot her
relevant to the MEP (such as Title I, Part A, and Title 111)

9 state requirements policies,and guidance

The statute and regulationsare binding on both E[and its grantees and cannot be changed outside

of the reauthoreation and regulatory processesBy comparison, policy guidance is ndinding on
grantees.Therefore,SEAsmay adopt policies and procedures other than those found the MER s

NRGor this technical assistancemanual, provided that theyeflect reasonableinterpretations ofthe

MEPstatute and EDregulations.Words in theNRGand thismanuall i ke o must é and oO0shal
to indicate statutory and regulatory requirements
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States are responsible for makinglecisions regarding the best way to operate the MEP consistent
with federal and state regulationsilt is critical that staff at the SEAand locallevel realize thatthey
should not continue practices simply because they are based on longstanding policy, but rather
should adjust to current needs, researclnd experience with what works

The National ID&R Manuals meant to providegeneral advice on ID&R

Audience.The primary audience for this manual is SEB&ministrators. However, it should also be of
interest to ID&Rcoordinators, ID&R contractors, regional admistrators (the individuals who
administer ID&R within each statg localadministrators, recruiters, homeschoolliaisons, and
advocates for migratory children and youttPart 1of this manualexplains the majorduties and
responsibilities of the recruiter.Part 1l discusses the adrmistration of an ID&R systemRecruiters
and administrators should read their own section of the manual as well as their counter@iin

order to understand the full scpe of responsibilites. Although Part | and Part Il can be read
separately, reading both parts together helps to provide a more complete understanding of a MEP
ID&R system.

Organization.This manual is organized as followsChapter, Section, Subsection, and Paragraph
Header. Below is an example of how information is visually organized:

Chapter 1.

Section

Subsection.The recruiter is responsible for interviewinghildren, families and youthto
determine if they are eligibldor the Migrant Education Program

Paragraph HeaderThe recruiter is responsible for interviewinchildren, families and
youthto determine if they are eligibldor the Migrant Education Program

Style. This manual follows the conventions dhe Publication Manual of the American Psychological
Association
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Background

Every Student Succeeds AcTheEvery Student Succeeds Act (ESSA) reauthoriziee ESEAA key
purpose ofthe ESEA, aamended by theESSAis to provide all children with the opportunity to
obtain a highquality education that will enable them to meet theame challengingacademic
standardsin their state that all children are expected to meet.

The MigrantEducation Program The MERSs authorized by Title |, Part C ahe ESEA, as amended
Under he MER EDprovides formula grants tdSEAs to establish or improve educatigerograms for
migratory children.The general purpose of the MER to ensure thatmigratorychildren fully benefit
from the samefree public education provided to nomigratorychildren. To achieve this purpose, the
MEPprovides financial support tdSEAs and LOA® address theunique educational needs of
migratory children, including preschool migratory children and migratory chiéh who have dropped
out of school In order to meet the goal of supporting the academic success of eligible migratory
children, the MEP must first identify and recruihese children

Primary Goal of the MEPThe primarygoal of the MEP is to help ensure that all eligible migratory
children meet challenging academic standards AND graduate with a high schdiploma or complete
a High School Equivalency Diploma (HSBEBat prepares them for responsible citienship, further
learning, and productive employment

ID&R Initiatives and Research Since the MEPbegan in 1966, manystates and educational
organizations have produced publications that describe the ID&R process and provide useful
suggestions and tools. Some of the most wédhown national efforts include:

 1981. The Migrant Education Recruitment and ldentification Tafskce Project (MERIT)
developed tools for ID&Rsuch as a national identification document and other training
materials. EDprovided funding for this effort through a grant awarded to the Indiana
Department of Education under former section 143 of the ESEA.

9 1986. The Louisiana Department of Education published the Systemic Methodology for
Accountability m Recruiter Training Manualthe SMART Manual). Eprovided funding for this
effort through a grant under former section 143 of the ESEA

1 1989. The Pennsylvania MEBroduced four ID&R publicatios: (1) a guide for recruiters, (2)
a guide for administrators, (3) a reference supplement, and (4) a reseanaport entitled The
Effects of Migration on Children: An Ethnographic Study. gvided funding for this effort
through a grant under the former section 143 of the ESEA
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How to Use the Manual

Language.Although ease ofeadingand clarity were important in the development of this manual,
the text may present some difficulties, particularly for those who speak English as their second
language (ESL)Because this is a technical manual, the language has not been modified; however,
language accessibility has been taken into consideration in developing tRational ID&R

Curriculum which supplements this manual.

Chapter Learning Objectived_earning objetives are included at the beginning of each chapter. The
lists of objectives will offer the reader a preview of the material covered in each chapter as well as a
tool to enable the reader to seltheck to see if he or she has understood the major concepitsthe
chapter. Checklists that mirror the learning objectives in each chapter and depict concrete action
steps that recruiters and administrators should take after mastering the material in tiational

ID&R Manualare provided in Appendix XVI.

LessonsLearned.In recognition of the experience of the ID&Bommunity, OMEhas interspersed
0l essons | ear rxR étafffinoughout the maaualaLessons learnedeflect advice
regarding both strategies to adopt and pitfalls to avoid. These lessons learned hegw and veteran
recruiters benefitfrom the experience of others.

Tips from MEP StaffThroughout the manual, the reader will see quotations that are indented and
italicized. These quotations aré& défrioenn MEPppr apgit & ¢
Some are taken from stateand past federalmanuals, which are referenced. Others represent

powerful ideas heard from recruiters and administrators at meetings and forums. In some cases, the

wording has been changed to make the idea clearer.

Resources and ReferencesAppendix XVII: Resource and Reénce List includes citation information
for and links to resources referenced in the manual, including general resources, useful websites,

and resources referenced in specific chapters and appendices of the manual. While hyperlinks are
included in the chapters and appendices, readers will find a complete listing in Appendix XVII.

Childrenand YouthFor pur poses of thidés rmeafneurasl ,t ot haemgt eirnmd iovcit
older than age 21 or is not yet at a grade levak which the local education agency provides a free

public educationas defined in section 1115€)(1)(A) ofESEAas amended and 34 CFR
§200.103(a)However, readers should be aware that the t
includes children, yuth, and perhaps even young adults

RecruiterFor purposes of thisomaefierFrs tbeanhgr mndi @cdui
for adeterminationofa c hi | d 6fertheMERgi bi | ity

1 Section 1304(c)(2) of the ESERequires each SEA to implement its MEP program and projects in a
manner consistent with the objectives of section 1115(b) and (d) of the ESEA. To be consistent with
1115(b) and (d), a MEP participant must also meet the eligibility requirements described in
1115(c)(1)(A) of the ESEA.
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Chapter 1.Background and Overview of the
Migrant Education Program

Chapter 1 Learning Objectives

The recruiter will learn

1 the common characteristics of migratory agricultural workers and migratory fisherg

1 the purpose of the MEP;

1 whois eligible to berecruited into the MEP;

1 the importance of finding migratory children;

1 how the MEP is organized; and

1 how important the recruiter is to the ID&R process.

Children of Migratory Farmworkers and Fishers

Pedro is in hissecond schoolthis academic year; his familynoved from Texas to
Michigan to harvest cherries.

Nancy was a freshman in high schodast year, but now she has left school to pick
apples with her father

Thelmadr eams of being a nurse someday, but knows
credits to graduate from high schoobecause her familykeeps moving back and
forth from California to Oregon.

These are the chil dr erkersafdthaineducdtion auffess asrd cgnseguemce vy w
of theirfamihd s mo b i | e Thavugposedf thel MERs &0 .locate these children, determine

whether they are eligibldor the program, and, if so, pvide them with the supplemental

instructional and supportservices they need to succeed in school

Our nationds economy depends upon workers who per
that help praduce, harvest, and process crops, livestock, poultry, fish, shellfish, dairydasther



Migrant Education Program National ID&R Manual | Chapter 1 3

agricultural products.The workers who fill these jobs are often forced to piece together a number of
agricultural or fishing jobs to make a living that will sustain ¢m and their families throughout the

year. These jobs are often located far from one another, requiring the worker to move and reside

temporarily in an area near the workDue to economic necessity, many workers and their families

migrate back and forth fom a home basé to locations where they can obtain one or more of these
temporary or seasonal jobs. The workers wh® move
agricultural workers or fishers.

Migratory agricultural workers and fishers share a number of common characteristics that pose
significant challenges in their lives:

1 They repeatedly relocate for work due to economic necessity.

1 They are often isolated from services.

T They ar e 0 wor llltofte Ipwowages theg are paid foreheir labor.

1 They often reside in suistandard living conditions.

1 They frequently have low levels of education.

1 They are subject to inadequate or neexistent health care.

1

They often feel isolated from the larger ecomunity because they come from a different
culture and frequently speak a language other than English (some speak indigenous
languages, making it difficult to find interpreters and translated materials).

They often move tand from other countries (especially Mexico).
1 Many live in fear due to documentation and legal status issues.

1 These characteristics and life experiences createique educational circumstances for the
children of migraory workers and young migriory workers who move regularly.

1 Migration means changing schools, teachers, and curricula, and often chronic absenteeism
for schoolage childrenChanging schools di minishes a studen
makes it more difficult to participate in the classroomand extracurricular activities.

9 Children of migraory workers often have limited opportunities to learn the English language
because their parents mayot be proficient in EnglishFurthermore, children who spend part
of the year in countries (and schoe) in which English is not commonly spoken do not have
as much opportunity to learn and practice English.

1 Migratorypar ent sd | ow | evels of education and soci o
and quality of educational supporthat can be offered in the home.

i Health insurance and wages that ensure adequate access to health care for young children
and adolescents are not generally provided by temporaamd seasonaljobs in agriculture
and fishing

2 Many migratory families have a home basar hometown where they live for much of the year. They
travel or migrate from this home base to other places to work.
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1 Because they are temporary residents, migi@y workers and their children are often treated
like outsiders and may face discrimination. This fact may limit their access to services to
which theyare entitled.

1 Students may not receive academic credit for courses they have completed when states do
not have an active system for granting and transferring course credits earned within the
state, or accepting course credits earned in othestates.

Migratory children are known to be at high risk of schodhilure due to these claracteristics and
experiences.Theunigue educational needs that arise from the migraty lifestyle and the challenges
our nat ilsfaceé ik effeativielp educating a highly mobile and disadvantaged population keep
that risk high.

Migratory out-of-schoolyouth (OSYWwho work in agriculture or fishingather than attending school
are at an even greater risk ofdiling to obtain the level of education required to succeed in lif€hese
OSY may travel with families, an older relative or crew chief, in small groups, or altm¢he
Consolidated State Performance Reports (CSPR)20014-2015, States identified 35,165 OSY
eligible for services, which was 10.5 perent of the total population of migrant students identified as
eligible for services (332,335) (ED, ED Data Express, 202015). OSY face albf the obstacles to
education enmuntered by other migréory students, plus additional challenges. OSY are seldom
connected with the communityn which they live and as a result, the MERnay be their only link to
education, support and the medical services they need.

Purpose of the Migrant Education Program

In 1966, the U.S. Congress amended Title | of the EStBAnclude a new sedbn: Part GiEducation

of Migratory ChildrenThrough this amendment Congress authorized, for the first time, a program

that provided states with federafinancial assistance to help improve the educational opportunities
and academic success for the children of migratory agricultural workers. This program was called the
Migrant Education Programor MEP

The EEA as amendedby the ESSA states that the purpose of the MEs

1. to assist states in sipporting high-quality and comprehensive educational programand
services during the school year and, as applicable, during summer or intersession periods,
that address the unigue educational needs of migratory children;

2. to ensure that migratorychildren whomove among the states are not penalized in any
manner by disparities among the states in curriculum, graduation requirementhallenging
state academic standards

3. to ensure that migrtory children receive full and appropriate opportunities to meet the same
challenging stateacademic standards that all children are expected to meet

4. to help migraory children overcome educational disruption, culturand language barriers,
social isolation, various healthrelated problems, and other factors that inhibit the ability of
such children tosucceed in school;
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5. to help migratory children benefit from stateand localsystemic reforns. (Section 1301 of
the ESEA, as amended)

The principal operational goal of the MER to ensure that all migraory students meet challenging
academic standards so that they graduate with a high school diploma or receive a High School
Equivalency Diploma (HSED) that prepares them for responsible citizenship, further learrand,
productive employment

Who is Eligible for the MEP

The MEPRwas designed to help migrory children find success through educationPrepaing a
preschooler for kindergarten, helping a student learn to read or enhancing their English language
proficiency, ensuring a child s p r otortbetnéxograde, and helping a high schostudent earn
credits toward graduation are just a few examples of agtties that the MEP supports. However,
before the MEP carprovide any servicesMEPstaff must determine that a child is eligibldor the
MEP.To understand migr#ory child eligibility, it is important to review the law

According to sections 1115(c)(1)(A) (incorporated into the MEP by sections 1304(c)(2), 11)k(b

and 1309(3) of the ESEA, and 34 C.F.R. A 200.

conditions are met
1. The child is not older than 21 years of agend
a. the child is entitled to a free public education (through grade 12) under state laar

b. the childis not yet at a grade level at which the LEA provides a free public education
and

2. The childmade a qualifying move in the preceding 36 monthssa migratory agricultural
worker or a migratory fisheror did so with, or to join gparent/guardian or spousewho is a
migratory agricultural worker or a migratory fisheand

3. With regard to the qualifying move ideifted in paragraph 3, above, the child moved due to
economic necessity from one residence to another residence, and

a. From one school district to another; or

b. In a state that is comprised of a single school district, has moved from one
administrative area toanother with such district; or

c. Resides in a school district of more than 15,000 square miles and migrates a
distance of 20 miles or more to a temporary residence. (NRG, Ch. I, Al)

Note for the three terms defined in both the statue and program regulatiogso mi gr at or y
omi gratory agricultural worker,6 and omigrat
amended bythe ES S A, takes precedence. | n ambdongeri on,

appears in statute, and its definitionn 34 CFR8 200.81(d) is therefore no longer applicable.

103 (
child
ory f
the t
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Children who fit tle abovedefinition are eligiblefor MEP servicesHowever, only those children who
are between the ages of threand 22 (j.e., have not had a 224 birthday) are counted for state
funding purposes

The Importance of ID&R in Determining Eligibilityor the MEP

Working for the MERmeansyou are affecting the lives of then a t i nooatd s
disadvaniaged children.Without the MEP, no one would be looking out for these
children.

Identification means actively looking for and finding migtary children and youth Recruitment
means making contact with the familpr youth and obtaining the necessary information to document
t he st ud e nandenrollgiem igto thetMEP t vy

The ID&Rof migratory childrenis essential because theSEAmMust create a record of eligibilityor

each migraory child before he or she can receive any ofthe MBPRs educati onal or supp
services The longer it takes a state to find a migtary child, the more time passes before the child

receives the extra services he or she needs to succedtlrthermore, the children who are wst in

need of MEP services are afh the most difficult to find.Migratory children who are not identified

may experience problems such as delays in placement or incorrect schassignment; failure to

count partial credits or inappropriatec our se sequence for gradwation frc
based school; and obstacles to receiving necessary supplemental services. Even if an individual

migratory child does not receive direct services, it is important to identify all migratory children so

their needs can be assessed and monitored to plan future services if a need does arise.

Effective ID&Ris a challenge for the MEPTheproper and timely ID&R of migraory children may be a
difficult task for a number of reasons:

1 Not all temporaryor seasonalworkers are eligiblefor the MEPbecause the worker must
have moveddue to economic necessity from one residence to another and from one school
district to another and have (1) engaged in new qualifying work soon after the move, or (2) if
the worker did not engage in new qualifying work soon after the move, actively sousgith
employment and had a history of moves for qualifying workhe eligibility requirementgor
the MEP require strong analytical skills to properly evaluate eligibility.

1 Migratoryfamilies are inclined to be selsufficient and are not accustomed to seeking help
outside of their own circle of familand friends.

1 Children of migratory workers are often invisible, quietly coming and going, and not attracting
much attention in a new communitylf these children are not actively recruited, many would
not be in school(they may accompany their parents to work or be left alone at home) or
receive services from the MEP

1 Finding and recruiting many OSY who travel without their families or in groups of OSY is
especially challenging. The traditional ischool recruitment model is not feasible because
this population has no contact with the school digct. Recruitment of OSY is most successful
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when it occurs at worksites, in the field, and at businesses where these youth work, as well
as in housing where they live.

1 Migratory families often do not speak or read English or arfEnglish language learner (ELLS),
and some are not literate in their native language.

1 Frequently, there are significant culturdbarriers and misunderstandings between the
migratory familyand the communityin which theyreside.

1 The places where migratory families work and reside are often located in remote areas, and
employers may be uncomfortable if their employees have outside visitors during the workday.
Employers may also discourage outside visitors because of comteabout liability,
productivity, or the legality of their workers.

1 There is considerable turnover in migtary agriculturaland fishing work. The work is often
difficult, dangerous, and, under the best circumstances, results imly modest wages. Living
conditions in farmworker camps and other temporaypoorly maintained housing can be
hard on all of the familymembers. Yet, while many migratory workers move into easier and
more stable employmentothers remain in or reenter the migratory labor pool because they
view the temporary or seasonalork in agriculture or fishing as their only employment option
in the workforce.

1 The MEPmay not be able to serve all migratory children; the children may not currently need
supplemental academic help or they may not be deemed a priority for serviéberefore,
some families may not see an immediate benefit to their child being identifietcié may forgo
the process.

For these and other reasons, the MEReeds to employ trained staff to identify and recruit migtary
chidrenThese staff member s arbe atmesgdueaciveé extensive krdinengha 0 r ecr u
basic set of procedures on how to find and recruit migi@y children for the MEP.



Migrant Education Program National ID&R Manual | Chapter 1 8

Organization of the MEP

There are many state MEP organizational structw:eAnexample of an MEP structure is found below
in Figure 1. Whilghe MEP is administered by a single office (OME) within,Elbganizational
structures below thefederal leveldiffer from state to state.Throughout the country, staff woikon

the MEPat the locd, state, and federal levels.

Figurel. A Typical ME®rganizational Structure

U.S Department of Education
Office of Migrant Education (OME)

State Education Agency (SEA)

Local (District) Operating Agencies (LOA)

Recruiters

Role of FederaMEP Staff. OME administers the MEP nationally and provides guidance and support
to SEASs that receive grantslhe OME has several responsibilities, including providingtional
leadership, conducting special initiatives, helping ED to calculate state MEP allocations, monitoring
state programs for compliance with federal requirementgollecting and analyzingtsident
performance data, developing regulations and guidancend providing technical assistane on how

to implement the MEP. A federal program officére., contact person) is assigned to each state to
assist and monitorits implementation of the MEP

The OMEhas developedNonRegulatoryGuidance(NRG) a policy document that is written in an

easyto-follow questionand-answer format to help SEAs and LOAsderstand the requirementsthat

apply to the MERand to suggest ways to implement them. As statutory or regulatory requirements

change, OME updatethe NRGto help clarify the policies as they relate to the MERecruiters are

strongly encouraged to study th€haptersll and lllofthe NRGono Chi | d El i gi bilityd al
ol dentificatiom and Recruitment

Role of StateMEPStaff. ED awardsMEP formula grants to SEAs, which are solely responsible for the
operation and administration of the program; most SEAs subgrant a portion of their MfEént to

LOAs, which help SEAs adnigter and operate the programAt the statelevel, most states have a

MEP Drector who is responsible for overseeing all aspects of the administration of the program,
including t lsystens Thae MEPAsctorlmayalkRo have program responsibilities for



Migrant Education Program National ID&R Manual | Chapter 1 9

other federalprograms The focus of the stateMEP Drector is to provide overall leadership and
direction for the state as a whole, and to ense that localprograms comply with all applicable laws
and other requirements The state is responsible for finding and enrolling migay children from
across the state, for determimig their unique needs, and for developing a service delivery plan that
uses resources in an quitable and effective manner. Most states also have ID&R@dinators who
provide statewide leadersip and guidance to recruitersWhen a recruiter asks a questio that

cannot be answered at the local level, the recruiter should raise the question at the state level for a
response It is important to recognize that each state has its own policies and procedures regarding
chain-of-command and how to ddress questiors and concerns.The recruiter should check with an
immediate supervisorto learn the protocols in his or her state.

Role of LocalMEPStaff. At the LOAevel, the emphasis is on finding and serving individual mideay

children. The recruiter, perhaps with assistance from other local staff, finds midoay children,

determines whether they are eligibléor the MEP, and helps connedhem with appropriate services.
Oncethechild s i dentified and the chi anddtlersatthesdibtsict ar e as s
levelwho serve migratory childremay provide extra services that are beydrthose offered by the

local school For example, MEP teachers and tutors may providehiome tutoring, after school

coursework, or summer psgrams. Migratory children may also be eligible to receive services through

other programs serving rigratory students,such as

9 The High School Equivalency Progra(llEP)underwhich ED provides competitive grants to
colleges, universities and no#profit organizations tohelp migratory and seasonal
farmworkers and heir immediate family memberavho are 16 years of age or older to obtain
a HSEDcertificate or equivalent to gain employmengenter postsecondary education, or the
military.

9 The College AssistancéMigrant Program(CAMP)under which ED provides competitive
grantsto grants to colleges, universities and noprofit organizationto help migratory and
seasonal farmworkers and their immediate family membermplete thar first
undergraduate year of study in a college or university

Localschooldistricts that receive a subgrant from thé&sEAto serve migrdory children are
responsible to the stateMEP. When a recruiter or anyone else at the local level has a question or
needs support the recruiter should turn to an immediate supervisdor assistance.The supervisor
may be an ID&Rstaff member or a local program coordinatovho has broader dutiesLocal projects
are often asked to gather local data for the state for evaluation purposes aatso to inform state
decision makers
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Conclusion

The MEPhelps meet the academic needs of an important and often overlooked sector of our society:
migratory children. If it were not for the efforts of the MEP at the locastate, and federallevels,
migratory children might ramain invisible.In many cases, migrtory children would not be identified

or served if MEPs did not employ a netwodK recruiters to find and enroll them into the program
Without a record of eligibilitythese children would not be able to receive the additional seresthey
need to be successfulThere are many layers of suppodt the local, state and federal levels afhe
MEP, so the recruiter should never feel that he or she is alone.
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Chapter 2 The MEP Recruiter

Chapter2 Learning Objectives

The recruiter will learn

9 the characteristics of a successful recruiter;

T the recruiterods basic duties and res

T how personal emotions can affect the
youth;
1T the i mportance of knowing what servi

9 that recruitment is a team effort.

Recruitment Duties and Responsibilities

A good recruiter is determined more by his or her aptitude and attitude toward
performing the unique responsibilities of the job than by any formal educational
process

Recruiters are very important because they often seras the first contact between a migreory

family or youth and the local school district, as well adse community at large Also, for OSY, the
recruiter may be the first direct contact with someone outside of their work crew. The initial contact
is crucialbecause it provides the recruiter with the opportunity to determine whether the chihay

be eligible for the MEPDuring this visit, the recruiter also sets the tone fahe homeschool
relationship. It is the responsibility of the recruiter to be helpfuvithout allowing the family or youth

to become overly dependent ohis/her assistance. The recruiter is often considered an ambassador
in the eyes of migr#ory parents, the school district, agriculturaémployers, and the communityfor
example, a bilingal recruiter may be instrumental in explaining important school policies to a
migratory family and may be an important connection for an OSY to educational esatial service
opportunities. In this way, the recruiter is the main link between the migiary family or youth and the
MEP and other resources.

The recruiterds pr i mar ymigraobychildsen intothefMERLdcatmgn d enr ol |
migratory children can be hard work, and the recruiter must become skitl at performing a range of
duties and adapting b situations to be successfulWhile recruiting migr#ory children is the
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recruiterds primary responsibility, he or she al s
that these children receive vital educational and social serves. Thus, whi |l e oO0recruiter
commonly used term to describe this staff posin, other terms used include

9 advocate - schoolliaison

9 home visitor - communityliaison

9 recruitment specialist - outreach worker

I interviewer

TheMERF ecruiter6s primary responsibilities include
learningthe MEP eligibilityrequirements

establishing and maintaining a recruitment network

becoming familiar with locations where migratory families and youilkie and work

finding migratory children and their families and youth

explaining the MERo migratory families and youth

interviewingmigratory familiesand youth

making preliminary determinations on the eligibilitgf the childand youth

completing the Certificate of EligibilitfCOE)

collecting child eligibiliy and other basic program data

implementing state quality control procedures

following ethical standards and confidentiality laws

=A =/ =4 =4 4 -4 4 -4 -4 -4 -4 -4

facilitating communication among migratory families, schoglagricultural
employers, and the community

The recruiter often has job responsibilities beyond ID&Ror example, the recruiter may help
migratory families navigate the unfamiliar, and sometimes unfriendly, environment that families
might encouwnter in a new communityAs mentioned previously, the recruiter may also work as an
advocate, translator, homeschoolliaison, or parentinvolvement coordinator

Characteristics of aSuccessful Recruiter

Great recruiters are made, not bornl f a recruiter doesnot feel r e
recruiter should work with a supervisoto identify and develop the skills needed to
be successful

Experienced ID&Roordinators say that, as a general rule, it takes about three years for a neiter
to fully learn the job.The specific skills required to be a great recruiter are developed over tinmEng
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strategies such asthose described in Chapter 3If the recruiter does not initially possess these
skills, the supervisorcan help the recruiter cultivate them.

When ID&Rcoordinatorsand MERRd mi ni strators are asked about 0a
r e ¢ r u erthie ahgratteristics emergeA great recruiter is able to

make correct eligibilitydecisions,

document childeligibility accurately and clearly,

manage time wisely,

work independently,

remain flexible and adapt to a constantly changing environment,
relate well to others and gain their trust,

create positive relationships with gricultural employers,

use effective interviewindi.e., guestioning) skills,

maintain appropriate relationship boundaries,

follow confidentiality laws,

demonstrate personal integrity, and

=A =4 =4 =4 4 4 4 4 -4 -4 - -4

speak localimi gr at or y ive Rnguagei aedexhibincalturatensitivity.

Few recruiters come to the job with all of the sldlthat make a great recruiterEffort, enthusiasm,
and a willngness to learn are necessanAlthough it may take a number of yearto be considered
great, it is within the grasp of every recruiter to achieve excellence

Lessons Learned: Recruiter Roles & Responsibilities

Each recruiter has stories about things that went wrong or that could have been done differently in
carrying outhis or her roles and responsibilitiesThese lessons learnednay help the new recruiter
avoid pitfalls that experienced recruiters have faced.

Know About the LocaMEP. The recruiter must kiow more than just recruitmentAs stated earlier,
the recruiter is often the face of the MEP to families, OSY, schmand the local communityA
recruiter is also a champion for the MEFA migraory family will often ask the recruiter questions
about MEP services that the schoolral other programs offer, such asloes the MEP offer a pre
school program, is there a summer school, are dropouts eligilite the MEP, and Wwat programs are
available tohelp my son/daughter graduate?The recruiter should learrabout the MEP and other
school and community programs that migtary children and families are eligible to receive.

Develop A Recruitment NetworkA recruitment networkis a system of contacts, including
individuals, agencies, and other institutions, that provide information on how to identify and locate
potentially eligiblechildren. Establishing a recruitment networland developing a strong working
relationship with each member of that network is an important way of finding mi¢way children who

i)
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may be eligible for MERervices.When done properly, a recruitment network can serve as the eyes
and ears of the ecruiter. Key sources of information include employers, sch@lcommunitybased
agencies, commeral establishments, and othersThe recruitment network is further explained in
Chapters 4 and 5.

Determine Work Priorities The recruiter often has many roles. If the recruiter is expected to recruit

and do other work for the MEPhe recruiter should determine the work the supervisamonsiders the
highest priorityand allocate time accordinglylFor example, the recruiter, with guidance from the
supervisor, may need to decidevhich of the following activities would be most productive: attending

a job fair to recruit, staying in the schloool 6s
the MEP, knocking on doors to canvass for new families, aarslating at the MEP afteschool

program In order to prioritize, the recruiter will need to assess which of these activities provide the
greatest benefit to the MEP.

Give the MEP Its Dudf a recruiter is paid by more than one funding soce, the recruiter should ask
an immediate supervisothow much of his or her time is paid from MERNds and how many hours
per week should be spent on ID&Rctivities. The recruiter should then devote it amount of time to
MEP worklf the schoolasks the recruiter to spend MEP time on work that does not directly benefit
the MEP €.g.,playground or lunchroom duty or translating for nemigratory parents), the recruiter
should respectfully declinelf the school insists that the recruiter spend MERINded time on non
MEP work, the recruiteshould contact a supervisorSimilarly, a recruiter who works futime for the
MEP should guard higr her time to make sure all work activities benefit the MEP.

Ask Questions There are many people who work in the ME¥ho are willing to help the recruiter do
the job correctly If the recruiter has a question or does not understand how something should be
done, the recruiter should ask someone who is knowledgeable and write dotlva answer.In this
way, the recruiter will become increasingly knowledgeable over time.

Make EthicalDecisions The recruiter will meet families and youtiwvho have great needsThe

recruiter may believe that those children need and deserve help, even if they do not qudbfythe
MEP On the other hand, the recruiter may meet families whose children clearly qualify for the MEP,
but may not find them as deservingBecause of these feelings, the recruiter may experience internal
conflict about making accuratesligibility decisions Each recruiter brings a set of personal beliefs

and biases to the job; the recruiter will need to put these personal feelings aside in order to make
objective decisions based on the MEP eligibilityiteria.

Maintain Appropriate Reldionship Boundaries The needs of migratory families can be

overwhelming to a recruiterHowever, it is important for a recruiter not to make promises that

cannot be kept. The recruiter should exercise caution in assisting needy families and youth with-non
educationally relatedneeds. Good judgment and tact must be used in deciding when and for how
long to help a family For example, a migreory family that has recently arrived from another country
is often mor e depe nutanoelassstance, dind suppertbhan a familgwho las g
spent more time in the U.SThe bilingual recruiter may be the only one who can make a school
appointment for a family, help the family resolve an unpaid medical bill, direct the family to other
services in the communityHowever, there is a fine line between providing support to a family and
hi nder i ng bility& bdécanma selirglidnts Tharecruiter should learn when it is appropriate
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to help a family and when to refer théamily to other localservices.The best service a recruiter can
provide migraory families or youth is to help them develop skillthat will enablethem to become
increasingly independent

Be Aware ofFederal State and LocalRequirements States and LOAs may have their own
requirements for the recruiter that go beyond the federal requirementSor exanple, if the vast
majority of migrdory families are of Mexican origin, a state may require the recruiter to know
Spanish and demonstrate sensitivity to thearious cultures of MexicoOther statespecific
requirements may include responsibility for knowingnd understanding privacy laws and reporting
suspected cases of childabuse or child abductionRecruiters also need to become familiar witthe
Family Educational Rights and Privacy Act (FERPA), the federal law that protects the privacy of
student education recordsrom unauthorized release While these areas should be part of every
recr ui t e,rftherecruiteais notiawage oFERPA othe applicable state privacychild abuse
or other relevantlaws, the recruitershould ask a supervisor

Volunteers Expand Service\ wellestablished volunteer network can provide recruiters with

resources outside of the realm of MEP funding and can be called into action when a recruiter is

feeling overwhelmed \ith service requests. Despite assumptions to the contrary, many people are

interested in assisting the migratory communifichurches, students at institutions of higher

learning, retirees, community members, and various coalitions frequently seek a futfglivolunteer
experience. A recruiterds impact can increase exp
strong volunteer network.

Remember Thata Recruiter Is Not AloneBeing a recruiter can sometimes seem like a lonely job
However, ID&Rs a team effort.It is important for the recruiter to understand that identifying,
recruiting, and determining the eligibilitypf migratory childrenis the mutual responsibility othe
recruiter and the ID&R teamWhen the recruiter has questions or needs help, there are other people
who work in the MERat the local state, and federallevels who can assistFor example, local

program staff may be able to provide leads on children who may be eligible for the MEP, a
recruitment supervisormay help in planning recruitment strategies, and state staff may be able to
assist in resolving eligibility questionsSpending a day in the field shadowing a fellow recruiter can
also be beneficial to learn new recruiting techniques and get a different perspective from another
person who understands the challenges facing recraits.

Conclusion

Reaching migr#ory children and youthis at the heart of the MEPand the importance of effective
recruitment cannot be overemphasizedwithout a good recruiter, the neediest migtary children
may not be servedThe effective recruiter can become the center of a netwotkat connects
migratory families and youth to schod and communities.When migrdory families trust the
recruiter, they are much more likely to tell him or her when new mitpey families move into an area
When growers and other employers trust the recrurteghey are more likely to allow recruitment at
the employmentsite and to supportthe MEP. Recognizing the value of these networks is the
beginning of great recruiting. Chapter 3 will discuss how the rater learns the job.
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Chapter 3.Learningto Recruit

Chapter 3 Learning Objectives

The recruiter will learn

9 that each state has its own requirements for basic training; and

1 multiple strategies for building their skills as a recruiteincluding

0 becoming familiar with the NRG;

o0 reviewing the knowledge and skills needed to identify and recruit migratory
children;

0 meeting with his or her supervisor to ask questions, particularly on child
eligibility;

o0 conductioihpeak ®sefi fwhet her he or s
eligibility or passing a state certification exam or knowledge check where
required;

o finding a knowledgeable mentor;

0 observing one or more experienced recruiters interview a migrat@arent or
youth;

0 determining on what topics he or she needs more training and request it;

0 identifying other recruiters to share ideas;

0 arranging to be observed by his or her supervisor;

o finding out where to go to ask questions; and

o providingfeedback on ways the training can be improved.

Learning about Identification and Recruitment

To successfully find migrery children, the recruiter must have a clear idea of who to look for and
the bed strategies for finding them Trainingboth novice and veteran recruitergan be compared to
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teaching someone to drive a calust as a driver education instructor would not put a new student
driver behind the wieel of a car on a busy roadhose who administer the MERLt a state or local

level should not senda new recruiter out to find and interviewnigratory families or youthwithout
proper instructionand guided practice Similarly, veteran recruiters, like veteran drivers, may need a
defensive driving course once in a while to refresh their knowledge and skills.

The process that a new drulhves gbeshéhroadbd t9® $em
that a new recruiter goes through to learn the basic MERild eligibility requirements. Learningthe

rules of the road generally involves both classroom instruction and independent study, as does

learning bast MEP eligibility definitionsLikewise, the guided practice that a new driver receives with

the help of a driver eduation instructor or parentis similar to what the new recruiter should receive

under a knowledgeable and experienced recruitment mentdrfinally, before a new driver may

operate acaralone,heos he must p asssAloag thksame lmesdhe ndw recruiter

should demonstrate proficiency in recruiting eligible childrdmefore beingallowed to work

independently.Some states require the new recruiter to take a certification examination or survey
thatmeasures the recruiter ds detdninlationsy t o make correct

Furthermore,state and local personnekhould not assume that veteramecruiters do not need
continual trainingand developrent. As in some states, where drivers may have to take a vision test
or a road test to renew their license, veteran recruiters will need to retrain and relearn as laws and
regulationschange Beyond new laws and regulatory charg, veteran recruiters should seek oudt
least one professional development opportunity a year to enhance skills and knowledge.

The recruiter and an immediate supervise houl d wor k together to build a
knowledge and skills. This chapter will discuss the general knowledge and skills of ID&R, the types of

training a recruiter might receive, and other strategies to help the recruiter learn, or relearn, the job

of ID&R.

Knowledge and Skills of Idatification and Recruitment

OMEnhas developedthe National ID&RCurriculumthat identifies the core knowledge and skills that
it believes a recruiter needs to master in order to properly identify and recruit migoay children and
make preliminary eligibilitydeterminations.

TheNational ID&R Curriculuntonsists of eight modules, each based on one or more chapters of the
National ID&R Manual The content of each module is taught through researddased instructional
strategies designed to meet the needs of all learners. Participants will use the four modalitids
recruiting (reading, writing, listening, and speaking) to pcess the content being delivered, and the
trainer will facilitate the learning process by actively monitoring, questioning, and clarifying, when
needed.

Each module consists of B3 levels designed to allow the trainer the option of selecting specific
topics to train based on the composition of the audience. Level 1 will provide the basic information
for the module topic, which makes it ideal for new recruiters and/or MERaff members to use as a
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refresher for veteran recruiters. Subsequent levels provigalditional topics of study related to the
module, which make them ideal for followp or indepth trainings.

TheNational ID&R Curriculunwas created to transformtheNat i on a l | &Bf Manual 0s
knowledge and skills into a training experienc&hecurriculum is based onthe following five
objectives:

9 State and localMEPTrecruiters understand the background of the MEP, the ID&R process of
the MEP, and the dutiesand responsibilities of a recruiter As indicated by tlis first objective,
the recruiter will learn about the purpose, basic historand organization of the MERN
addition, the recruiter will learn the basic eligibilitequirements and tre general process for
ID&R Finally, the recruiter will become aware of his or her basic duties and responsibilities

9 State and localMEPpersonnel implement practices that result in the effient ID&R of
migratory children.To satisfy the second objective, the recruiter will learn how to develop a
recruitment network how to determine where migrery families and youthlive andwork,
and how to locate themThe recruter will also learn tounderstand and respect the diversity
of migratory children, youth, and their families in order to interact with them effectivelfhe
recruiter will practice how to explain the MEP to migmay families and youth and willearn
howto organize and manage his or her caseloa#inally, he recruiter will learn how to take
appropriate precautions to ensure personal safety

9 State and localMEP personnel implement practices that result in reliable and valid child
eligibility determinations. For this third objective, the recruiter will master the child eligibility
requirementsunder the MEP.The recruiter will also demonstrate the knowledge and skills
needed to effectively intervieva family or youth The recruiter will learn to make valid and
reliable preliminary child eligibility determinatins and to implement quality controactivities.

9 State and localMEP personnel are aware of and adhere to ethicstlandards of behavior in
child eligibility determinations. The recruiter will practice ethical behavior when determining a
chil dés. eligibility

9 State and localMEP personnel implement practices that strengthen coordinati@nd
collaboration between migréory families, schoosk, and the community The recruiter will
demonstrate the ability to facilitate coordination and collaboration between midoay
families, schools, and the communityThe recruiter will practice meetinglanning,
facilitation, and team building.

States may want to consider developing their own ID&R trainipgograms that are customized to the
specific needs and clracteristics of their states.For example, the recruiter should kmw about the
local MEPincluding services offered, dates of operation, hours, and contact information. Here are
some other topics that stateand local training prgrams should consider, includig

1 how the stateand localID&Rsystem is organized, including reporting relationships

9 state andlocal ID&Rpolicies and procedurs, including required paperwork;

9 the content of the stateand localID&Rplans, when available
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1 demographic information regarding the characteristics of localigratory agriculural workers
and fishers and their children, as well as their mobility patterns

9 state methods of collecting and maintaining data on migtary children;

T the recruiter ddss rgoulatboliproogsstahddmowstd agsistan developing and
implementing the state or locaplan for quality control, such as the mandatory federal +e
interviewing requirementsand

1 the organizations with which th&&EAand LEAsexpect the recruiter to coordinate and the
amount of time the recruiter should allocate to this coordination

TheNational ID&RCurriculumprovides a structure that carbe used to teach the newest recruiter
the basic knowledge and skills needed to properly identify and recruit migyey children. It can also
provide the most veteran recruiter with an understanding of more advanced recnu@nt concepts
that prepares the ecruiter for a stronger leadership role in the MERNn combination with the

National ID&R Curriculuman individual state ID&R orientabn, ongoing training, andthe National
ID&R Manual recruiters will discover the wide range of knowledge and skillscessary to become

an effective MEP recruiterStates should continually work to improve their overall ID&R system and
sharpen the knowledge and skills of new and veterarcruiters alike

New Recruiter Training

The new recruiter generally receives basic trainifiggm an ID&Rcoordinator, a stateapproved
trainer, a localprogram coordnator, and/or a highly knowlelgeable and skilled recruiterThis
training often starts in a classroom or onen-one setting and is generally followed by independent
study and ontheob trainingin the field. The ontheqob training often pairs the new recruiter with a
highly skilled staff member until the new recruiter is ready to recruit or conduct an intervielene.

Classroom or Individual TrainingBy the end of the basic trainingthe recruiter should be able to
correctly answer questions such as

1 Why are migréory children identified and recruited?See Chapter 1
1 Who is eligiblefor the MEP? See Chapter 7.

1 How do I find eligiblechildren and youtt? How do | develop an ID&Rction plan?
SeeChapter 4, Chapter 5and Appendix Il

1 How do | conduct an intervie®How do | explain the MEB the family? What localservices
are available?See Chapter 6

1 How do | determine if a particular childs eligiblefor the MEP See Chapter 7.

1 Whatdo | do if | encounter a situation that is not covered in the Sample Intervi€aript?
SeeChapter 6

1 How do I fill out a COESeeChapter 8
T Howismystatd s st ud e rdata cellected, uskd, dnd stoyedBee Chapter 8
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1 What ethicalstandards should | followSee Chapter 2 Chapter6, Chapter7, and Chapter8.

1 What should | know about the language and cultud migratory families in my areaSee
Chapter 1

1 What safetyprecautionsshould | take when recruitingBee Chapter 5

1 What stateand locallaws should | know about®See state ID&Rmaterial.

After the classroom or individual training endghe new recruiter should work with a supervisoo
explore what other federalstate, and localtraining materials and opportunities are avadble, and

use this informationto develop a longerm personaltraining and development planSEAs and LOAs
generally offer trainingon the MEPthat recruiters are required to attendand SEAs alsdold an

annual national ID&R ®nference that features workshops with updated ID&R information and
methods. Even though not all recruiters may be able to attend a national MEP conference, the state
and localstaff generally obtain and disseminate information from the conference

Independent Study.In addition to taking the basic classroom traininghe recruiter should study kg
documents on his @ her own.In particular, the new recruiter is encouraged to study the materials
provided in the initial training use theNational ID&RCurriculumas a way to gauge progress in
learningthe suggested knowledge and skills, settheck througha review of the learning objectives
listed at the beginning of each chapter anthe use ofthe chapter checklists provided inAppendix
X1l and carefully read and study relevant doeenents, such as

1 the law and regulations (including the instructions to complete th¢ational CORE
the NRG

1

9 the National ID&R Manual

1 state ID&Rmaterials (if available)
1

the State® Comprehensive Needs Assessment (CNA) and Comprehensive State, Plan
also known as the Service Delivery PI4BDP)

=

applicable stateand locallaws, regulationsand policy guidance

1 relevant stateand localID&Raction plans (more information will be provided in
Chapter 5);and

M the RESULTS websit@https:/results.ed.gov).

The goal of independent study is for the new recruiter to become familiar with these key documents
and resourcesand to know whee to find answers to basic questions about ID&R and chigdigibility.

It is critical for the recruiter to stay ugio-date on the latest changes in guidance and policy at both
the state and federallevels.

I f youdre a new recruiter, find a good, experi

along when he or shemakes home visits After a few visits, attempt your first MEP

introduction or conduct a parent interviewY o u 6 | | l earn far more seei

n g
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doing it than you will just talking about it or reading an ID&Ranual. You might try
this even f you are not a new recruiterThereally great recruiter is always trying to
learn new things.

Field-Based Training Many states try to match new recruiters with mentorsho are hidly
knowledgeable and skilledAt first, the new recruiter will shadow #mentor on recruitment visitdo
observe how to conduct an eligibilitinterview. The new recruiter should observe how the mentor
makes the initial contact, explains the MERonducts an interview (paying particular attention to
what questions are asked to determine whether the chiid eligible for the MEP, and handles
guestions, prdlems, or concernslhat arise. After each visit, the mentor and new recruiter should
debrief and discuss the interview and eligibility determinatioifhe new recruiter may find it helpful
to shadow several mentor recruiters to observe the different strengths of each

After watching several interviews, the new recruiter should begin to conduct a small part of the

interviewwith the mentod s g u .iEdch time &he new recruiter conducts a part of an interview,

the recruiter should talk withthe mentor about how the interview went and ask the mentor for

feedback or advice on how to improve for the next interviewhis conversation should be away from

the family or youth that was interviewedds t he new recruiter d0Beoishet er vi ew
can take over more of the interview process until comfortable conducting a full intervi®®y the end

of the peermentoring portion of the trainingthe recruiter should be able to properlgonduct an

interview, detemine childeligibility, complete a COEorm, and perform other key duties.

Sometimes, especially in small states and very isolated areas, mentorim@y not be practica In this
case, the recruiter should try to practice interviewing through a rgdaying exerciseduring the
classroom training perhaps with another new recruiteiPractice isimportant as it makes the actual
interview flow naturally and helps to ensure that the recruiter collects all of the required information
to complete the COENd make the preliminary eligibilitgletermination. In situations like this, the
recruiter should discuss withhis or hersupervisor other ways to obtain adequate training and/or
mentoring opportunities including contacting a nearby state able to send an experienced recruiter
for a limited time (hree to four days).

Some states require the recruiter to pass a certification exam or answer questions to demonstrate
the recruit er & <lighilityoeguireaneéngserhepdirpose lofithlese tests is to assess
whether the new recruiter fully understands program eligibility requirements and can apply them to
determine if a child is eligible forthe MER f t h e r e adoesnothave & certifisatican exen

or knowledge check, the recruiter should conduct a selheck to test how thoroughly he or she
understands the MERchild eligibility requirements gee Appendix IX If the recruiter does not pass
the certification exam or knowledge check, the recruiter should talk with an immediate supervisor
find out which topics to study and arrange for further training

Onthe-Job Training

Learninghow to recruit properly is a process that does not end when the recruiter has finished the
training activities. The recruiter will continue to learn as he or she identifies and recruits mityey
children. It is important for the recruiter to ask questions about any eligibilisjtuation that is unclear
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and to seek direction and guidance from supervisors and peers to become highly knowledgeable
and skilled.

Regular Meetngs with the SupervisorThe new recruiter should meet regularly with the immediate
supervisorto discuss childeligibility questions and other concerns that arisddeally, a supervisor
will provideregular feedback during the training process; however, it is equally important for the
recruiter to ask for regular feedback on whether he or she is properly applying the child eligibility
requirements This is vial during the first few months on the job to prevent any misunderstandings
from becoming ingrained

Performance Assessments by Supervisorés part of the system of state quality controls, SEAs or
LOAs are required to complete an annual review and evaligett of ID&R practices of individual
recruiters [34 CFR 800.89(d)(2)]. While supervisors may conduct a performance review with

seasoned recruiters in an office setting, supervisors generally observe each new recruiter in the field.

Thisallowsasuperviso t o provide comprehensive feedback
interviewing decisiortmaking, and documenting skills. The purpose of this observation is for the
supervisorto see how the new recruiter approads interviewing migratory families and making and
documenting preliminary eligibilitgeterminations. It is imperative that supervisors schedule
observations with new recruiters. The recruiter should also request feedback on complet€Es to
make sure they are being done properly.

Regular meetingsand performance assessmers also present an opportunity for the new recruiter to
suggestways of improving localD&Refforts and to identify any trainingand development activities
that would increase productivitySuggestions from a new recruiter can be particularly uséfio the
supervisorbecause a new recruiter will view the system with fresh eyes and may be able to identify
productivity solutions that are invisible to those who are comfortable with the process.

Recruiter SupportSystem. The new recruiter should develop a netwodf other recruiters locally,
regionally, or even nationally with whom to share tips and discuss problerRecruiting can be
stressful work; it is important to create a safe leaing environment in which the recruiter feels free
to share experiences and to learn from successes and failuréhe recruiter may find it useful to
work with mentors, peers, and the recruitment networo devedop an individual ID&Raction planor
to adapt an existing plan (more information on ID&R plans is providedGhapter 5).The recruiter is
encouraged to try promising new ID&R strategies and toasie the results (both good and bad) with
peers.

The recruiter may find it helpful to go on recruitment visits with outreach workers from other
programs or agenciesFor example, a recruiter may wish to join outreach staff from the National
Farmworker JobgProgram (NFJP), administered by the U.S. Department of Labor, to learn how they
approach migrdory families and to learn more &out the services they providémore information on
other agencies and organizations that provide services to farmworkers and their families is found in
Appendix IJ.

on
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Advanced Training and Ongoing Professional Development

The law that authorizes the MEB updatedgenerallyeverysix toeightyears When the law is
updated, EDwill issueupdated MEPregulationsand guidance. Periodically, there are changes to
other federaland state laws that affect migrdaory families as well, such as immigration or privacy
laws. To properly identify and recruit migtary children, the recruiter nust keep up with changs in
the law, regulations, and gidance that affect the eligibilityof migratory children (more information
on other laws that may affect migreory families is found inAppendix I)The recruiter should also
periodically visit theMEP web paget the U.S. Department of Education
(https://www?2.ed.gov/programs/mep/index.html) and theRESULTS websitghttps://results.ed. gov)
for updates and resources. Keep in mind that the recruiter should initially attend his or rstate

M E P aming and review state informational resources for MEP program changes and updates
before going to the federal level.

To stay currentthe recruiter should participate in advanced childligibility training and ongoing
professional developmento continually update and improve needed knowledge and skillBhe
recruiter should make a point of attending locakegional, statewide, and national trainings when
possible Regardless of years of experience, recruiters and supervisors who do not participate in
ongoing eligibility training are moreKely to make mistakes when making child eligibility
determinations than those who are trained regularlyn particular, experienced recruiters may be
tempted to apply policies that were learned as new recruiters out of habit, even though those
policies maybe outof-date. Timely training and regular meetings can help experienced recruiters
overcome these old habitsSome questions a recruiter may want to answer after going through
advanced eligibility training include

1 Have any changes been ade to the child eligibility requirements for the MEP? If so,
what are they?

How do | determine child eligibility in difficult cases?
How can | strengthen my recruitment network?

How can | improve my interviewing skills?

=A =4 =4 =4

What common mistakes have recruitermade in determining child eligibility and/or
filling out COEs and how can | avoid making those mistakes?

1 What ethical dilemmas could | encounter and how do | handle them?

1 How are these and other recent changes reflected in my district, regian state?

The recruiter, with the supervisérs approval, may al so want to
opportunities in other relevant areas, such as education reform, the language and cultofdocal
migratory families, transient populations, negotiation skills, dealing with difficult people, public
speaking, immigration issues, agricultural issues, time management, stress managementg safety
and emergency training The recruiter can check the listings at local universities, colleges,
communitycenters, and other organizations for relevant course offerings and training

expl ol
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In addition to training offered by the stateOME hosts an annual conference in which the latest
information on MERspecific issues, including eligibility and recruitment topics presented It is
important to note that not all states have the same policies and practices; therefore, it is crudtzt
conference participants check with their stater localadministrators before implementing policies or
practicespresentedat the OME Conferencdnformation onthe conference can be obtained from
the RESULTS websitgattps://results.ed.gov). In addition, there are regional, &te, and national
conferences,trainings, workshops, and meetings that include sessions and information on ID&R.

Conclusion

There are a number of ways in whidfe recruiter can learn the job of ID&Rparticipating in a new

recruiter trainingprogram, studying the NR@nd other key resources, working with a mentor

meeting regularly with a supervisgrand developing a supporsystem Having knowledgeable and

welltrained recruiters is an ongoing responsibility of both the individual recruiter and the MEP

administrator. Regardless of what training opportunitesarav ai | abl e, it is the rec
with the supervisor to learn the MEP childligibility requirementsand to ask the supervisor for help

when questions arise on whethea child qualifies for the MEPRemember, regardless of the size of

the migraoryst udent popul ation, and wh d¢imeloeparttimehal r ecr ui t ¢
states hold recruiters to the same standard: toonduct timely and proper identificatio and

recruitment of eligible migratory children.

The first step in the process of determining if childreare eligible for the MEP, however, is to locate
them. Chapter 4 provides specific information on how to find migay children.
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Chapter4. Building a Recruitment Network

Networkingcreates asupportive systento shareinformation and services among
individuals andgroups having a common interest(National ID&R Curriculum

Chapter 4 Learning Objectives

The recruiter will learnhow to

9 identify the local organizations and individuals who work most closely with the
migratory community;

91 develop profiles of key local employees, school staff, community organizations, ar
the migratory community;

1 determine the best way to build relationships with each of these key contacts (e.g.
find out how they can be assisted, prade awareness training on the MEP);

9 follow up regularly with key contacts, particularly when they provide leads on local
migratory families (e.qg., call or visit them, attend important meetings, send thank y|
notes);

1 work with schools, community organizations, etc., to see if they will include pre
screening questions for the MEP as part of their enrollment or intake process; and

1 create a recruitment map that shows areas where migratory families are likely to li
and wolkk, services they use, and where their children go to school.

Finding Migraory Children

The recruiter often finds locating migtary childrento be the most time consuming and labor

intensive ID&Rresponsibility, particularly since the childrewho have the greatest needs are often

the most difficult to find While recruitment consists primarily of finding and interviewing families,

is by no means a simple task. The process is strenuous and requires many skills including
communication and building effective relationships with migtary families and youth, the

agricultural community,and service providers who wortith migraory families. The recruiter should
also learn how to approach key community leaders to make them aware of the MEP and to gain their
respect Over time, experienced recruiters recognize that migoasy families, agricultural employers,

and servie providers who work with migrary families are helpful to the recruiter in locating other
migratory families, children and OSYBuilding this level of personal trust and an awareness of the
benefits of participating 9goa.t he MEP should be

ev
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This chapter addresses the type of researdhe recruiter and other MERtaff should conduct to
learn about localagricultural activities, farmworker labor, and organizatns that serve the local
migratory community. This information will help the recruiter and supervisatetermine the best way
to identify and recruit eligiblemigratory children.

Conducting Research

Thevalue of developing key contacts within the migt@y community cannot be overstatedAs a

starting point, the recruiter should learn as much as possib&bout hisor her recruitment areaIn

particular, the recruiter should find out what is known about the local migeaty community and

which local people and organizations are trusted within that communityocal people and

organizatons ar e the recruiterds best sources. of curre
Once the recruiter has identified these important contacts, the recruiter should determine how best

to build strong working relationships, to exchange information on an ongoing basis, and to promote

the MEP

The recruiter may be instructed bllisorhers uper vi sor t o o0t al kResehoob h6f ar me |
But a new recruiter, or even a seasoned recruiter taking on a new territory, needs to kndvich

farms and schools are the most likely to have migiary children in order to be productive

Conducting basic researchvill help the recruiter find migratory childreimore quickly and efficiently.

This is particularly true for those children who are not in school and are more difficult to identify,

such as preschool children and OSY

Some key questions the recruiter should try to answer through this reseainhblude

What is already known about migtary workers in my locahrea?

Who are the locahgricultural and fishingemployers?

1
1
T What are the empl e.g.,packingfreshly pickedapples)?vi t i es (
1 Which of their jobs are temporargr seasonaP

1

Which employers hire migr@ry workers {.e., workers who have movedo this communityto
do this type of work)?

=

Where are the employers located?

1 Where do the migréory families who work for these employers reside in the locatea (.g.,
migratory labor camps, inexpensive apartments, traiteparks)?

1 Where do the migréory workers in the area come fromife., where do they consider their
home base to be)?

1 When do migrdory workers leave the areai(e., what time of year)Do they look for
temporaryor seasonalemploymentin agriculture and fishingn other places? When do they
return?

1  Where do migraéory workers go to seek employmert
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1 What type of seasonabr temporaryemploymentdo they seek?

This type of information can be found through a number of sources including websites and the field
offices of federal state, and localagenciesthat focus on agriculture, fishinglabor, and housing
issues. LEAs and communitgrganizations that work with migrory families are also good

information sources

Some generalinternet sites can be helpful resarces for a recruiter For example, a recruiter can go
to an Internet mapping service such asGoogle Mapghttps://maps.google.com) or Map Quest
(https://www.mapguest.com), and enter the name of a locatown and stateand a search word¢€.g.,
migratory,migrant, orchard, farm, nursery, name of a specific crplpundromat). The mapping

service will provide names and addresses of busingss or organizations related to the search word
along with a map that indicates where each is locateMore information on using electronic tools to
recruit is discussed later in this chapter and a list of resources that the recruiter can use is found in
Appendix llof this manual

In some communities migration patterns are so well established that the loddEPstaff know in

which residences migreory families and youthlive and which employers hire themin these areas,

the MEP staff can often share successful, timested methods for finding and enrolling migtary
children. Also, many MEPs have recruitment databases that contain helpful information udihg a

list of employers in the area who hire temporary and seasonal mityey workers, approximate dates
of workers® arrivals, the jobs c¢onduWwhiegeatruitery wor ke
in areas that receive migréory workers may frst go to the local migr#ory labor camps to interview
families, the recruiter should also look outside of traditional locales because migration, employment
and housing patterns may change over timélthough a specific approach and stitegy may have
been successful in the past, this does not mean it will always be successtuls important for the
recruiter to continually conduct new research to find all eligibtaigratory children in the recruitment
area.

Terminology Used to Describe Migtary Farmworkers

Over time, recruiters have developed a shared vocabulary of terms related to IDE&Rowing these
terms makes it easier for the recruiter to conductesearchto effectively locate locamigratory
workers and their families. While states and local project sites often develop their own terms, the
following are terms that are commonly used in many states that recruiters magnefit from knowing

Home Base Many migrdory families have a home base, or hometown, where they live for much of
the year. They travel or migrate from this home base to other places to work for temporary or
seasonalwork. For example, a migreory family might consider Florida to bets home base;the

family memberslive in Florida all winter and work through the citrus harvest in the spring, but then
they move to South Carolina to work during the peatlarvest They might also travel to other states
or locations and then return to their home base in Florida in the fall

Send and ReceiveA location may eithesend migratory workers {.e., workers live in a particular
place for nmost of the year but move to other places to work) oeceivemigratory workers {.e.,
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workers come from other places to this place to workh the example given above, Florida is the

familyd s h o meo Aoada is the ending state When the family moves to South Carolina to

work, South Carolina bec aSomearcashsendahdaecdive migrdoryr ecei v i
families. A county may receive migtary workerswho move from state to state (interstate) as well as

those who simply move from place to place within a state (intrastate)

Migratory Streams Historically, the majority of migratory workers were believed to follow one of
three distinct patterns of migration: (1) the Eastern stream, (2) the Mitbntinent stream, and (3) the
West Coast stream. The Eastern stream flowed east of the Appalachian Mountains, the-Mid
continent stream flowed to and from Texas in all directions, and the ¥{&€oast stream flowed
between Arizona, California, Oregon, and Washington.

Followthe-CropMigrants. Th e t er #he-®orf @wp | miwgr ant sé comes from t he
Labords National Ag(NAWS)The term @fers thoorkkrewha traklat least y

75 miles to oOomul tipl e -dont8 peridda ordertb wodkdis fermissidw over a
a relative rarity. These workers make up justpercent of those surveyed by the NAWS in 20@B,

down from a high of 14 percent in 199294 (United States Department of Agriculture, Economic

Research Service2012).

Shuttle Migrants The term oO0shuttl e migranThettrmaefes® comes fr ¢
migratory farmworkers who move more than 75 miles between a home basethe offseason and

one or more farm job(s) located in the U.S. during the harvest seasBor example, a migreory

farmworker who lives in Mexico, travels to the U.S. to obta seasonalfarm job in agriculture, and

then returns home to Mexico to live inexpensively or to supplement his or her farm earnings with
nonagricultural work during the off season is considered a shuttle migraghuttle migrants can

travel both domesticallyi(e., within the U.S.) and internationallyThe term is not defined for

purposes of establishing eligibilitfor the MER

Bi-national shuttle migrants (usually between Mexico and the U.S.) are often sensitive to changes in
economic conditions, employmenbpportunities, and immigration policiesAs these conditions
change, so do the migration patterns of workerg @.,when migraory workers move, where they
move from and to, how many move, what type of employment they seek, efthe recruiter needs to
be aware of any changes in migration patterns.

Settled Out.This term means that the migreory child or familyhas become permanently established
in an area and has stopped migrating for seasonal or temporary farm work.

Identifying Important Information Sources

When | started recruiting, | talked to the recruiters who found the most migoay

children. | asked if they would introduce me to the people who were the most

respected by migrdory families. Over ti me | dve developed many go
they help me do a better job of finding migtary children.
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As the recruiter begins researdhg the localmigratory community, the recruiter should become
familiar with the information sources that are essential to building an effectivecruitment network
Arecruitment networkis a system of contacts, including individuals, agencies, and other institutions,
that provides information on identifying and locating potentially eligibbhildren. Establishing a
recruiting netwak and developing a strong working relationship with each member of that network is
an important way of finding migreory children who could be eligible for MEBervices When done
properly a recruitment netwdt can serve as the eyes and ears of the recruiter

The five most common information sources when building a recruitment netwatie
employers;

local school staff;

community contacts, organizations, and commerciabktablishments;

other government agencies; and
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migratory families and youth.

The recruiter should encourage members of thecruitment network to refer potentially eligible
children to the MEPAtthe same time, the recruiter should let network members know thahly MEP
staff can determine whether a childs eligible to receive MEP service#s a result, network members
should be careful not topromise families that their children will receive serviceFhe key sources of
information to consider in establishing a recruitment network are discussed below.

In my state, our relationship with locagirowers is so good that they give us carbon
copy of the preemploymentforms that job candidates fill out when they apply for
work. They avoid privacy concerns by having the applicant sign an agreement that
the information can be shared The preemployment forms help us ecruit more
efficiently and we also staple it to the hard copy of the CQ@&corroborate the
workerds empl oyment

Employers.The recruiter should identify the loca@mployers that are the most likely to hire migtary
agriculturalworkersor migratory fishers.Once identified, it is important to establish good working
relationships with them and to explain the value of the MEBince employers can serve as the
greatest all i es aéfforts. Mdkiag argeod firstimpressiod with agic&ltRral
employers is key; their cooperation is necessary for the recruiter to gaimiry to places where
migratory families and youth work and to obtain permission to interviemigratory workers during
work breaks or after hours

To break the ice with a new employét is often beneficial for an administratoto send a letter to the

employer that explainsthe MER nd asks for the employerds help in
children (see Apperdix V). The administrator may also wish téollow up with a telephone callOnce

the administrator has made this initial contact, the recruiter can contact the employer directly, using

the letter as a conversation openeirt is important for the recruiter to gain the trust of the employer,

which can be done by demonstrating honesty, responsibility, confidentiality, and consideration to the
employer The recruiter should maintain regular communication with the employer whileing
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mindful that farmers are busy people. The recruiter should make sure not to overburden the
employer with constant inquiries as this is sure to diminish their working relationship. The recruiter
should dohis or herbest to make conversatios direct and to the point Additionally, the recruiter
should take notice of times when the employer seems less busy, as these times provide quality
opportunities to build relationshipsWhen an employer is dealing with a crisis on the farm the
recruiter should tun around and come back another time; this is not the time to promote the MEP.
The recruiter should wait for a time that is convenient to the employer to explain the purpose of the
program and how the employer might benefit from participating in the recmignt network The best
chance for a successful working relationship with agricultural employers is to createia/win
situation. For example:

1 Many workers have children and will seek employmemt areas that can provide extra
services for their children.

1 Workers whose children are engaged in school are less likely to leave their jobs, which
reduces costs associated with employee turnover.

1 Workers whose children are engaged in school are often mgreductive since they are less
concerned about their children and, therefore, better able to concentrate on their jobs. Their
children are less likely to be brought to the workplace (creating a liability problem for the
employer), to miss school in ordeo care for a younger sibling, or to be left in an
unsupervised home.

1 A small investment of time on the part of the employer can result in a happier workforce and
better relationship with the larger community.

Because of these benefits, employers are geredly supportive of having employees and their
families participate in the MEPIn addition, the recruier can provide other valuable resource® an
employer, such as referring migreory families to other useful services including a locahigratory
health clinic. The recruiter should also build relationships with migtary labor contractors or crew
chiefs who can alert the recruiter when new workers who have children are hired

The recruiter should develop and maintain profiles of the major employers that hire temporary
seasonalagricultural or fishingworkers in the localrecruiting area. When consolidaid, these
individual profiles will create an informational directory that the recruiter can expand over time,
ultimately serving as the primary agricultural recruitment tool. This resource is not only beneficial to
the current recruiter, but it also buildsa historical record for future recruiters who may one day take
over the region. A prolé survey form could include

1 general information regarding the workplaces(g.,name, owner, foreman, etc;)

directions to the worksite;

1
1 crops or products, hiringoractices {.e., peak hiring dates)
1 housing offered and

1

other facts pertinent to the specific geographic ME&rea or work conditions
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The profile form could also include personsl ot es t hat are hel pful for the
reference, such as where the employearefers the recruiter to park or the best times of day to visit

Additionally, profiles can reference safety concerns or anecdotes sumizarg positive and negative
experiences at the work siteA sample workplace survey form that can be used to gather profile data

is included inAppendix IllOther sample survey forms are also provided.

Schook. The local schools are anotheimportant source of information for the recruiter since
schoolscollect information on every childvho enrolls and withdrawsDeveloping schocbased
information sources requires the recruiter to think about with whom migmay families are likely to
interact within the school €.g.,school secretaries, registrars, attendance clerks, school nurses,
guidance counselors, teachers, superintendents, principals, bus drivers, cafeteria workers] staff
members fromTitle |, Part Aand Title lllprogramg. For example, the familwvill go to the main office
to register, see the nurse to have immunization or health recordiecked, and in the case of
secondary students, visia guidancecomm s el or t o devel op thadchdckident 6s
transcripts. A knowledgeable and cooperative secretary can be helpful to the recruiter by referring
potentially eligiblestudents and their families to the MEPIn many cases, migrtory children ride
school buses that transport them to and from schooWhen bus drivers are educated about basic
eligibility requirements they caninform the recruiter when new children board the school bus at
places where farmworkers often livdt is important to ensure that these valuable contacts are aware
of the MEP and know how to contact the recruiter with leads

It is also important to carefilly establish and nurture a relationship with district and/or school

administrators. Administrators can support he r ecr ui terds efforts by prov
or school staff, providing informatin on newly arrived children, and communicating throughout the
system that the recruiterds work is important to

Community-based Organizations and Commercial Establishments

We get permission from thedcal grocery storeswhere migratory workers shop most
frequentlyto put flyers about theMEPiIn grocery bags.

Many localcommunity oganizations are funded to provide outreach, social, health, or legal services
to migratory and seasonalfarmworkers The recruiter should think about which organizations and
services migraory families and OSY are most likely to use in thecal community For example,
migratory families may attend local churches, wash their clothes at the lodaundromat, shop at

local ethnic food markets and flea markets, enroll in ESL classes, enroll their children in Head Start
visit community health centers, and use local culturaenters. They may also receive benefits from
local service agencies or farmworker organizationghe recruiter should also think about which
agencies and organizations collect daton migraory workers or communicate with farmers in the
areae.g.f arm bureaus, gr.owersd associations)

As with the employers, the recruiter should develop a listing or profile of the businesses or
organizations that are the best sources for locatingigratory families and OSYSome communities
have interagency committees that work together to coordinate the services that they provide to
migratory families and OSY, and may even have communégrvice fairs for migréory workers during
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peak hiringperiods. At service fairs, locakervice providers typically set up temporaigtake offices

in a single location to allow migrery families to sign up for a number of benefits and services at one
time. This provides a great opportunity for recruiters to enroll migoay childrenin the MEP and to
share important infamation.

Temporary agencies are another good source for finding leads on seasonal and temporary
farmworkers. Many temp agencies provide workers for farms and processing plants on a regular
basis. Working with these agencies may open another door to poteiii eligible migraory families.

It is also important for the recruiter to think about where migtary families are likely to live, such as
migratory labor camps, localapartment complexes that offer montho-month leases, or shared

houses a trailers (sometimes located on the farm itself)The recruiter should cultivate relationships
with the owners or managers of these housing units because they can become vital members of the
recruitment network For example, they can alert the recruiter when migmy workersbegin moving
into the community The recruiter should visitmigratory housing regularly since housing complexes
that have previously housed ngiratory families and/or OSY may have changed policies for accepting
new tenants In this case, the recruiter will need to determine where these workers now reside and
start building a relationship with the owners or managers of those units.

Some organizaibns may not be able to share their contact lists, but may be willing to
include information about the MERN mailings that they send out to locafarmers.

Other Government AgenciesThe MEHs not the only government program that serves the migoay
community For exampl e, the U.S. Department of Health a
Services AdministrationfiRSA) provides grant® public and nonprofit health centerghat support

the development and operation omigrant clinic sitesthroughout the United States and Puerto Rico
(https://bphc.hrsa.gov/uds/datacenter.aspx?fd=mt).

The Migrant andSeasonal Head Start Program provides grants to logalblic and private norprofit

and forprofit agencies to provide comprehensive childevelopment services to preschool children of

migratory and seasonalfarmworkers and their families, with a special focus on helping preschoolers

develop the early reading and math skills they need to be successful in schdather programs that

serve the migraory community may include the Women, Infants, and Children (\WIRrogram, the

Housing Assistance Council, the Migrant Clinicians Netwoakd Head StartCenters. The reariter

should keep in mind that not all organizations have the same definition®@fmi g roa n tdodni gr at or y 6
as the MEP, and should check with each organization before referring cliefitee recruiter should

also realize that not everyone who is served by the programs is eligibldor MEP services.

Each statehas a land grant college or university that addresses agricultural issues and supports a
statewide system ofCooperative Extensiomwffices. Extension agents and outreach professionals for
each Cooperative Extension office often have-giepth knowledge of locafarms and crops and have
many contacts in the farming communityCooperative Extension officesiay also offer annual

statewide activities, such as farm shows or agricultural days that are good places to meet employers.
In addition to local Cooperative Extension offices, recruiters may find the national online extension
site (hitp://www.extension.org a Vv al u a bdXensipréisao mnteraceéve leatning

environment delivering researched information from land grant university minds across America. The
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recruiter can enhancehis or herknowledge of agriculural crops and industries to better understand
and communicate with the farm community in the recruitment regions. Furthermore, the recruiter
can find useful research and articles specifically on migaryf ar mwor ker s by typi
the search engine.

In addition to Cooperative Extension offices, state Departments of Agriculture are another diverse
source of information for the recruiter. Most state Departments of Agriculture have marketing boards
for the different commaodities, such as meat, day, fruits and vegetables, etc. These boards are
composed of employers and can provide the MERth access to other employers. Additional sources
of information might include state agencies that license or inggt migratory labor camps, National
Farmworker Jobs TraininGrantees fttps://www.doleta.gov/Farmwarker/html/NFJP.cfn), and One
Stop Career CenterdMany OneStop Career Cerdrs (http://www.servicelocator.org have outreach
workers that visitmigratory workers regularly. To identify whether a Ofg&top Career Center has an
outreach worker, you may contact the centermictly or contact theState Monitor Advocate
(http://www.doleta.gov/programs/MSFW.cfn).

Some government agencies maintain electronic tools that may be of assistarioghe recruiter. For
example, theNational Agricultural Statistics ServiceNASS)http://www.nass.usda.gov/) operates a
comprehensive odine database on agricultural productionNASS conducts hundreds of surveys
every year and prepares reports covering virtually every aspect of U.S. agricultural production
including numbers of hired farm labor and contract farm laboData are available at the stateand
county level; some data are aailable by zip codeThere is also an Interactie Statistical Map (see
Figure 2below).

Figure2. The National Agricultural Statistics Service Website
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The NASS website enables you to conductaunty level search
(https://www.agcensus.usda.gov/Publications/2012/Full_Report/Census_by_State!/

While the data obtained can be valuable in finding out total production data, information about
individual farms is not available to the recruiter othe NASSsite.

ng

0


https://www.doleta.gov/Farmworker/html/NFJP.cfm
http://www.servicelocator.org/
http://www.doleta.gov/programs/MSFW.cfm
http://www.nass.usda.gov/
https://www.agcensus.usda.gov/Publications/2012/Full_Report/Census_by_State/

Migrant Education Program National ID&R Manual | Chapter 4 34

Another diverse resource is th&).S.Department ofLabor. This is the government agencthat

manages theNational Agricultural Workers SurvefNAWS

(http://www.doleta.gov/agworker/naws.cfm). This survey is the most comprehensive employment
based, random survey of the demographic, emploment, and health characteristics of the U.S. crop
labor force The Department of Labor also maintains thECERT Visa Portaite
(http://icert.doleta.gov/index.cfm). This site provides current and past jobrder postings for H2A
workers made by agricultural employers. The H2A temporary labor certification program allows farms
to contract temporary workers when local labor force is not availabi&hilenot all H2A workers are
eligible due to MEP age requirenrds, the recruiter may find this site useful for identifying

agricultural employers who contract H2A workers. The site is user friendly

Migratory Families.It is important for the recruiter to develop strong relationships with migay
families. Migratory parents can inform the recruiter about the kinds of communityctivities in which
they participate and the services they use, which is useful information as the recruiter develops a
recruitment network Additionally, migraéory parents whose children are currently in the MEgan
often provide information regarding other migtary parents who live in their neighborhood, go to
their church, or work at a neighboring farnFinally, migraory families who have had good
experiences with the MEP are more likely to seek out the MEP when they move to a new.town

Migratory Outof-School Youth (OSYPSY have unique needs resulting from thefrigratory lifestyle.
Some recruiters statethat it is even more difficult to locate and recruithe OSY populatiothan it is
to locate and recruitmigratory families. Fortunately, providing services to OSY can be very rewarding.

OSY need advocates: peapwho can both motivate them and help them access needed services.
Young people not in school have little or no access to federal or state resources

Building Relationships and Gathering Data

Recruiting students by waiting in the schodbr migratory familiesto come through
the door is like lying under a cherry tree with your mouth opeBooner or later, a
cherry will fall in your mouth, but look at all of those you lost out on.

The primary benefit of a recruitment networls to get referralsof potentially eligiblemigratory
children and youth For example, a communithealthcare worker in an agricultural region may notify
the MEPIf a largenumber of new families have their children immunized at the locelinic at spring
planting time. Each time the recruiter interviews a migratory famtlye recruiter should ask if the
family knows of other migratory families or OSY in the area that the recruiter should visit
Furthermore, the recruiter should actively seek out nesrganizations to add to the recruitment
network It takes time and effortto build and sustain a recruitment network sincehie recruiter must
continually make fresh contacts, as well as nurture lorganding contacts However, the benefits
outweigh the time commitment requiredHere are some strategies for buildig and maintaining
networks.

Personal Relationships Build Professional Relationship8digratory families often usepersonal
relationships to share information about jobs, housing, schapland services (inclding MEP
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services) Information shared within these informal networks often moves faster than more formal
communications €.g.,learningabout job openings by worgaf-mouth versus in anewspaper). The
recruiter can learn valuable lessons from migratory families about how to develop and maintain a
network. Over time, the recruiter will develop his or her own networking and communication
strategies to develop astrong professional recruitment network.

First Impressions Making a good first impression can be critical when a recruiter meets a potential
member ofthe recruitment network The recruiter should be friendly, but should also be sensitive to
the responsibilities and workload of the contaciThe recruiter who is met with resistanceay find it
helpful to locate someone who already has a good relationshigth the contact and who can allay
any concerns the contact might have about the MEP.g.,a peer, a respected schoobr community
leader, another local agricultural employarho has given permission to do so, or a migay family
who is familiar with the MEP).

Importance of Trust.It is important for the recruiter to earn the trust of migitary families and
agricultural employers, as well as the trust of profegnal organizations that serve the migtary
community. Migratory families often have good reasons for being careful about whom they trust
Theyare vulnerable because they may not have legal standing in the U.S. or financial security.
addition, the words dmigrantd o r 0 mmay hasetamegative connotation attached to it for some
families, so the recruiter may need to be careful about terminology other languages, the word
dmigrantd may imply or be confused with immigration stas. Organizations that work with migtary
families recognize the importance of maintaining the trust of their clients and therefore are careful
about the information they share and with whom they share it.

The recruiter who is trusted by migtary families and youth reaps many benefits including having

migratory families seek him or her out to enroll their children in the ME&hd refer other migraory

families to the program Families are also more likely tghare the personal employmenand family
information that is needed tfwthaMEP (inclwing qualiffingi r ¢ hi |
employment that may have been performed without a legal vikopermit or for cash) The recruiter

who is trusted by those who work with migtary families can gather important information on where

migratory families gather, live, and work

Trust is built slowly and is based on the experiences mitpay families andorganizations have with
the individual recruiter and with the MEPSome steps the recruiter can take to bid trust include
the following:

1 Provide clear information on why the recruiter is interested in fimdj migraory families.
91 Describe what migr&ory families can expect from the MEP.

1 Keep promises to migréory families and organizatios; be careful not to make promises that
cannot be kept.

T Protect the familyds pr i vac gtheammgiaorypanertsiande nt i al i
children except in the most positive and professional manner. Always ask permission before
sharing information with other professionals or organizations (in writingneeded).
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Develop a Personal RelationshipAs with everythng else,personal relationships are key t@chieving

success and to feeling fulfilledThis is true forboth recruiters and membersofth e r ecr ui t er & s
network. Learningspecific information about key contacts can help theecruiter develop an effective
professional relationship with members of the recruitment networkor example:

What is the crew chiefds name?

When is the school secretaryds birthday?

Has a local farmer fullyecovered from a recent illness?

When is the best time of day to catch Jaime, an OSY?
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Where do local migreory workers congregate on a Saturday night?

Many successful recruiters make an effort to learn these types of details, include them in their
contactsheets, and actonthemFor exampl e, the successful recruit
children each time they meet, wishes people a happy birthday, asks for the crew chief by name,

visits Jaime at 7:00 p.m. after he gets off work, and ptcipates in the social life of the migrtory

community;

Communicate Regularly.The recruiter should maintain ongoing contact with the members of the
recruitment networkby attending key meetigs and events Schook, employers, and community
service providers may have their own meetingsr may have collaborative groups that meet for

e v er y on e.fnsaddhian toenfimtainingprofessional contacts, this is an opportunity for the
recruiter to educate the recruitment networlon the MERf it is not possible to have ongoing
one-on-one contact, there are other ways theecruiter can develop and maintain professional
relationships For example, occasional telephone calls can be an effective way of reminding
contacts about the services and successes of the MERIs important that the recruiter follow up

with contacts regularly to get new information and to let the contact know the relationship is valued.

Follow Up Quickly on Referral€ach time the recruiter receives a referral it is important to call or
visit the contact to acknowledge the referrahnd to share the results, particularly if it resulted in a
childbs enr ol | me Many progrants bead cMds®r official letters from the MEP offegin
thanks. Taking the time to follow up with contacts validates their effort and good will and can
motivate them to provide future leads.

If the recruiter does not follow up on leads quickly, migmy children may not receive extra support
and educational services they urgently needrurthermore, contacts may stop providing leads if the
recruiter does not visitthe family or youthin a timely manner

Getting information through personal contacts isne of the most valuable strategies the recruiter
can employ The recruiter should think carefully about how to establish good relationships with key
members of the recruitment networkand how to increase theiawareness and understanding of the
MEP For networkcontacts to understand the benefit of sharing information, the recruiter and the
MEP must be perceived as credible and as delivering a qualitervice
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SurveygQuestionnaires. Surveys are another effective way of gathering information from the
recruitment network Survey forms often vary depending on where and how thexy administered
However, commorsurvey questions often include

1 Have you or your familynoved within the past three years?

1 Have you looked for work in agriculture or fishifig

Some programs try to ask questions in are than one way on a survey form in case the reader does
not fully understand the question the first timeThe following are common types of surveys

1 Employerworkplace surveys The recruiter should survejocal employers to determine
which ones are the most likely to hire migtary workers (see the sample Migrant Education
ProgramWorkplace Survey form idppendix IJ. Once the recruiter has identified these
employers, the recruiter should ecourage them to have new employees complete a MEP
survey as part of the hiringprocess. Other programs have found success by having MEP
surveys and recruiter contact information
of the MEP survey is to identify those workers who are the most likely to have children who
qualify for the MEP(See the sample Migrant EducatiofProgramEmployee Survey form in
Appendix L)

1 Schoolsurveys The recruiter should determine the schools that are the most likely to enroll
migratory students based on the presence of a local agricultural community and industry and
ask them to distribute migraory surveys to every familyduring the annual registration
process These schools should also be encouraged to distribute surveys to families who
enroll their childrenafter the school year beginsSee the sample Migrant EducatiofProgram
School Survg form in Appendix 1)

1 Community agency surveysThe recruiter should encourage community agencies to include
screening questions as a part of their intake process to help the MERntify migraory
families. At the same time, the recruiter may refer families to these agencies, where
appropriate This tweway cooperation benefits all involvedSometimes agencies will want
the recruiter to refer clients to them but will not reiprocate. If this is the case, the recruiter
should advise his or her direct supervisoA meetingon the supervisory level between the
agency and the MEP may resolve the problem.

The recruiter should ak if the state or local project has conducted any surveysf so, the recruiter
should find out what forms were used and when the surveys were last updatddhe state has not
been conducting surveys, the reciter should initiate the process As mentioned previously, over
time, the collection of surveys will serve as a detailed directory for the recruiters key recruitment
networks.

The recruiter should be aware that survefprms alone are not sufficient to record or document a
childoryoutnd s e | forghe BIERIHowewer, information obtained through surveys prioles a
good starting point for recruitment efforts by identifying those families who are the most likely to
have children who qualiffor the MEP, the employers who are the most likely to hire migpey

nse
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laborers, etc All states are requirel to use a COEorm to documentachild s el i gi bi l ity for
(see Chapter 8for detailed information on completing the COE).

I work closely with the Chamber of Commerce and give out materials from theal
town such as lists of business and communitsesources, maps, and emergency
contact phone numbers.

Promotion. In addition to using the recruitment networkor referralsor surveys the recruiter can
also use the networkto promote the MEPTo use this strategy, the recruiter provides promotional
materials to employers, schoas, communityorganizations, and previously recruited migrary
families to share with other families that might be eligibler the MER In this way, migréory families
learn about the MEP and can contact a recruiter to see if they are eligible for services.

Promotionthrough a networkcan happen in a variety of wayS he Nat i onal | PRR i tut e
Bookidentifies several ways to promote a program, including interpersonal, organizational, or mass
media promotions These strategies have been adapted to the ME&s described below:

Interpersonal Promotion Every time a contact in the reciitment networkmeets with a family,
interviews a family,or makes a home visitthere is an opportunity for that contact to share
information about MEPservices and to disseminate information about the MEBPther examples of
interpersonal promotion include using a hotline that migtary families can call when looking for MEP
services, or having informal discussions about¢hMEP at migréoryo h o t s Materias.ard
equipment that can supportinterpersonal promotion include business cards and tellee numbers
Even providing a small informational item like a schoohlendar may remind the migraory family

that the recruiter and the MEP are available to help the chifghrticipate effectively in school.

Organizational Promotion A common organizational promotion is to present at a communégency
meeting or workplace to educate potential members of the recruitment netwodbout the MEP This
could occur during a regularly scheduled meeting or at a special community fAiparticularly
effective form of organizational promotion is providing awareness trainiagout the MEP for key
contacts .g.,bus drivers, registrars, attendance clerks, schoalurses, counselors, and teachers)
Other common organizational promotions are MEP newsletters, articles in newsletters of other
organizations that serve migreory families, posters, brochues, and display tables

Mass Media Promotion Mass media offers one of the best means of promoting the ME®a broad

group of people Radio, television, and newspapers may reach remote aretimat the recruiter

cannot easily or efficiently exploreLocalradio stations and newspapers may be willing to broadcast
communityservice announcements that welcome migtary families to the area These

announcements shoutl reflect the language and culturef the local migrdory population €.g.,
Spanishlanguage radio stations in areas where migtary families are predominantly Latina)

Newspaper stories, letters to the editor, and visits from local polians are all ways to maintain
community awareness of the MEP and are examples o
word out. o6 Posters | eft i msupsermarkatslaugdromatyp! aces such
convenience stores, auto repair shops, héta clinics, and other locations that migratory families

frequent can educate migratory families who may have eligible children or migratory youth about

MEP services.
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The recruiter should be aware of communigentiment regarding migréory and farmworker issues;
some communities may react to MERmass media promotions in a negative wayf the recruiter is
unsure how the local community witkccept mass media promotionshe or sheshould talk with
fellow recruiters and/or the statelD&Rcoordinatorbefore including it in the ID&R action plan
Furthermore, the recruiter should follow staterad local policies on media review, releases, and
approvals. In any mass promotiorthe recruiter should provide clear information on the basic
eligibility requirementsso as not to be flooded with families who need help but are not remotely
eligible for program servicesHowever, recruiters should avoid providing too much specific
information on eligibility requirements so families do nd¢arn the eligibility requirements and
provide the information they believe the recruiter wantn response to specific questions about
eligibility criteria, it i sequbementsandguiddires,but 6 Ther e a
program eligibility is determinedonacaskyc ase basi s. 6

Promotions may be particularly effective at reaching the migoay communityin both densely and
sparsely populated areaslt may be too difficult or expensive to recruit in these areas, so promotions
can be used to encourge migraory families to find the MER rather than the reverse Promotions

can also be done through culturabr social clubs that may attract migrery farmworkers

In any promotionof the MER it is important to present a consistent messagen particular, everyone

who comes into contact with the MEP should have the same understanding of its mission

Promotians should also use uniform symbols or image®ne of the greatest tools the recruiter can

use is the national MEP logaosfiown in Figure 3. Families who are familiar with the MEP may

recognize the logo when they arrive innewarealr hi s f ami |l i arity can make th

Figure 3.The Migrant Education Prograrbhoga

Conclusion

In order to effectively conduct ID&Rctivities the recruiter needs to researclhe local migratory
community, develop relationships with key contacts, build andgse the recruitment network and find
migratory children. Gathering information on the migreory community before beginning recruitment
activities can save both time and effortFurthermore, it felps the recruiter prioritize key activities
and manage time efficientlyOnce the recruiter has identified areas that are likely to have migoay
families and youth, the next step is to develop an individual action pla@hapter 5 wil discuss
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developing action plans, contacting migtary families, andimplementingsafe practiceswhile
recruiting.

40
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Chapter 5.Developing Action Plans and
Contacting Families

Chapter 5 Learning Objectives

The recruiter will learn

1 how todevelop an action plan;

1 how to canvass areas where concentrations of migratory children and their familie
are likely to be found (e.g., migratory labor camps, major local employers); and

1 how to make personal safety provisions (e.g., carry a cell phonighwemergency
numbers on speed dial, have a backup plan for areas that do not get cell phone
reception, leave a visitation schedule with a responsible coworker, visit potentially
dangerous areas during daylight hours and with a partner or team, know the
locations of local police stations and hospitals, have reliable transportation, use
welltraveled roads).

Developing State Local,and Individual ID&RAction Plans

Every year | work with the recruiters in my region to develop a recruitment calendar

The calendar lists the best times to recruit based on cragycles, dates of important
schoolevents like school enrollment and kindeyarten orientation, and when

employers do most of their hiringEach quarter, we compare what the recruiters

planned to do with what they actually did and decide how we want to change the
recruitment calendar for the nextyearWe 6 ve | earned how to use
efficiently.

Now that the recruiter has determined where migtary families are the most likely to live and work
the recruiter needs to use that information to develop a personal recruitment actiptan. Action
plans come in many different forms and have different names.@.,recruitmentc al endar ,
list, ime management plan). The goal of an ID&*tion plan is to become more efficient at finding
all eligible migratory children.

Reasons for Developing an Action PlarAn action plan helps the recruiter, the supervispand other
recruitment staff, organize ad prioritize recruitment activities and establish timelines for their
completion The recruiter who has clear objectives and a plan for reaching them is more likely to be
successful than a recruiter who leaves things to chanc&he primary reasons for deveping an

action planinclude the following

ou

ot
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1 The process of creating an ID&Rction planforces the recruiter to think about what should
be accomplished, to establish recruitment objectives, to decide the best way to attain these
objectives, and to develop specific action steps and timelines for their completion.

1 An ID&Raction planencourages the recruiter to be efficient and to use time wisely.

1 ID&R action plans keep the recruiter focused and on task. Recruiters will face many different
situations in the field and on the job; an aabin plan focuses the recruiter to a specific set of
tasks.

1 The completed ID&Ractionplanc an serve as the basis for evalu
and for continually adjusting and improvingte r ecr ui t er s st togwt egi es f
children.

9 If the recruiter leavesthe job (e.g., retires, moves), the new recruiter has a clear blueprint of
how to recruit in the locahbrea.

Contents of an Action PlanActionplans are developed at the statelocal,and individual level
Followingare some examples of what a plan at each of these levels could include:

1. State. The stateaction planprovides overall diection for recruiters from across the statelt
includestheSt at e 0 sbjettileg BRs well as strategies, staff assignments, and timelines
to meet those objectivesThe state action plan, which may be part of the comprehensive
state plan for service deliveryorth&tateb s | D&R manual, could al so i1
resources like

a. astatewide map of where migreory families live and work
b. acalendar with seasonaktrop activities;
c. profiles of major crops and employets

d. recruiter resources €.9.,technical assistance provided by th&tate, tollfree
numbers for recruitment questions, agencies that serve migy workers and
families, related websites)

e. state laws and state and localecruitment policies €.g.,child abuse reporting
requirements);

f. the Stated MEPethics and safetypolicies, and
g. theStateb s q u a | iprbceduresy sudh esatHeprospectivere-interviewing plan

2. Local The localaction plan should build onthe Stated s n prid should provide direction for
local recruiters In some states, particularly small states, the local MEP may use the state
action plan rather than developing a local plarThe localplan should have ID&Pobjectives
that supportthe Stated ebjectives, as well as strategies, staff assignments, and timelines to
meet those objectives. The local action plan could also include usefaksources like

a. procedures that focus on recruiter safety (see belowahd related contacts
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b. aconsolidated calendar that tellavhen to recruit in specific areas (including
information like seasons for major cropctivities, housing availability, school
calendan);

maps or directions to major employers, agencies, and schepl

c
d. who to contact & specific farms, agencies, or schosj
e. enrollment procedures for specific schos|

f

hiring procedures used by individual employers; and
g. anymemoranda ofunderstanding (MOUSs) between service provider

3. IndividualThe recruiterds individual amddotalaction pl an s h
plans, should be detailed and specific, and should translate into aschedwder o6t o dodé | i s
the recruiter within a specific timeframegee the example inAppendixMIThe recr ui t er 8 s
initial action plan may be rather basic, but the objectives should evolve and improve over
time. Yearround recruiters may work with their sup@isorto develop an action plan or
recruitment calendar Parttime or summer recruiters may receive very specific instructions
from their employerso they can start recruiting migréory children immediately The local
MEPs houl d review the recruiterdds action plan to
recruitment priorities and the state action planAction planrecruitment objectives generally
consist of the following four parts:

a. what the recruiter will do
b. when the recruiter will do it
c. how the recruiter will do it

d. how the recruiter will measure success
The bllowing aresample recruitment objectives:

1 1 will visitfive agricultural or fishingemployer(s)every month as documented by my activity
log. (Note: The number of employers visited may vary by district and/or state).

9 1 will conduct employer surveywith at least six new growersn my recruitment area within
the next 12 months as documented by the completed survey forms. (Note: The number of
employers visited may vary by district and/or state).

1 1 willspend three days recruiting at the turkey processing plant in October when they hire
seasonalThanksgivingworkers, as documented by my activity log.

1 1 'willimplement one new idea from this manual each month as documentbg the
completed actions on my task list.

Again, note that the recruitment objectives listed above are only exampl#gs very important to
understand that while it is good to set recruitment objectives such as the examples listed above, the
recruiter should NEVER set an objective that establishes a recruitment quota or specifies that more
migratory children will be found next year than were found in the current ye&ior example, a

recruiter should NEVER set a recruitment objective that requires fingifive percent more children in
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the coming year than were found inthe lastyeadf ur t her mor e, I f tesarecrui t el
recruitment quota, the recruiter should report the practice to the next level supervisor or the

MEPstate director (see theSample Recruiter Ethics Guidelinegs Appendix V)l These king of hard

objectives or quotas are tied not to correct eligibility determinations but annual increases in

numbers. They therefore raiseconflicts of interest that may not only create serious questions about

the reliability of a recruiter's eligibility determinations, but also undermine the entire localstate

MEP.

Theindividual action plancan serve as both an evalationof t he recruiterds wor k &
management tool To evaluate his or her own work, the recruiter maysh to ask questions such as

1 Were all of the objectivesife., action items) completed?
1 Were they completed on time?

T Weretheobj ectives (and the recruiterds work sched
effective recruitment strategie®

1 How can the objectives be improved to find all migay children while making better use of
the recruiterds time?

The recruiter may ale wish to evaluate the strategies in the action planby asking new migreory
families and recruitment networkcontacts how they heard about the ME&nd by tracking the
promotional strategies to learn which orehave been the most effectiveUpdating the ID&Raction
plan should be an ongoing task

Eachtime a recruiter is hired or reassigned it is an excellent opportunity to conduct the research

needed to develop new locadnd individual ID&Raction plars or to update existing action plansThe
recruiter who is new to an area brings fresh thinking to the task and an interest in learnialgout the

local migraory community. Supervisors should gather as much information as possible from

departing seasoned recruitersSupenisors should make sure data logs and contacts have been

updated and should consider conducting an exit interview that makes note of any suggestions the
recruiter has for improvements. This wfiavalabehel p pr
the recruiter should review stateand local ID&R action plans to see what information already exists

and talk to local MEP staff about whether any updates are needdtlthere is no state or local plan,

the recruiter should talk to local NEP staffabout how past ID&R efforts were organizetVhere

action plans have not been developed, the recruit
state planning

I look forward to our end of seson debriefings We celebrate our accomplishments
and plan for the coming year

Time Management To maximize productivity and manage time wisely, the recruiter should work with
an immediate supervisorFor example, therecruiter may plan to canvass a migtary camp and visit

a Migrant Head Startcenter located in the same area on the same dagcheduling visits to several
sites that are located in the same geographic area on the same dsgves time and travel expenses.
Some basic things the recruiter should consider when setting a schedule include the following:
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Weekly/daily considerations:

1
T
T
T
1
1

the best days/hours to work (early mornings, nights, weekends)

the best times to visitmigratory families, schoos, and employers
which employers, farms, or growers to visit the current week

when to promote the program with communitggencies

when to be in the office to complete paperw&rand follow up on leads

how the work schedulecan be changed when needed

Monthly considerations:

T
T
1

when to submit daily recruiter logs and other paperwork to the supervisor
attending monthly recruiter meetings

whether all schoos$, growers, employers, and farms have been contacted for
the current month

Annual considerations:

=A =4 =4 =4

the high recruitment seasons

activities during low recruitment seasons

when and how oftentraining is conducted

when professional developmenshould be scheduled

when to take vacations

Locating Migraory Families and Youth

The

To find localmigratory farmworkers, | folbw the portajohn trucks to the fields and
post flyers about the program on the inside of the doors

recr ui tamdithé ecruitnreest @etworkshould help identify wien and where

migratory families can be most easily foundSome common recruiting sites include work sites,
schoolk, communityorganizations, and migreoryf a mi | i e.E&d@ch df theseerscruiting sitess
discussed below.

Employerbased Recruitment

To get my foot in the door when | visit new employer | bring along someone the
employer knows and trusts
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The recruiter may find it productivetovistt he e mp | oy er 6 s wamgkatorgfantlies and i n
in the fields, processing plant, or migtary labor camps Depending on the history and the local

MEP&ds relationship with a part Faexanple, is¢himthé oyer , t h
MEP&ds first contact with this agrpreestdblished a | empl oy
relationship?To prepare, the recruitemay want to do the following:

1 Use researchand the recruitment network The recruiter should use the previousesearch to
determine which localemployers are the most likely to employ temporaoy seasonal
migratory farmworkers or fishermen, including which employers have employed mitpey
workers in the past.

1 Meetwith individual employersAs discussed previously, if this is a first contact, the recruiter
may wish to have the supervisanelp est abl i sh the recrtay terds cre
employersby sending a letter about the MERBNd following it up with a phone callThis gives
the employer advance notice that the recruitewill visit and provides information about the
MEP. While an unannounced visit is sometimes the only course of action in order to reach an
employer, attempting to provide advance noticis recommended when possible.

In whatever manner the encounter is madeyhen the recruiter does meet with the employethe
recruiter should

9 introduce hinself or herself(a firm handshake is common in the agricultural community
determine the empl oMEBr s knowl edge of the
as appropriate, explain thepurpose of the MEP

1

1

1 determine if the employer has temporary or seasahjobs;

T solicit the employer &s taryxchilgrenr ati on in recruiti:H
1

determine which workers are the most likely to qualify for the MEP or to have a child or
spouse who qualifies

9 find out the best times to interview workerse(g., provide information about the MEP and the
upcoming recruitment visit by including it with their paychecks) and which languages the
workers speak

9 find out if there are anyworkplace requirements that tle recruiter needs to obeyd.g.,
parking locations, farm or plant safety measures, where to meet workers)

9 schedule the recruitment visit

1 when meetingwith key personnel, the reariter should remember to keep the meetinghort,
positive, and to the point

1 conduct onsite recruitmentd onsite recruitment usually involves direct interviews with family
and youth to determine eligibilitf{see Chapter 6on InterviewingMigrant Families and Yout}
and

1 follow upd after the meeting the recruiter should
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0 thank the employer

o discuss the results of the recruitment visife.g.,how many migraory children were
identified);

o solicit feedback on how the employethought the recruitment visitwent and whether
any changes need to be made for future recruitment visijts

o ask the employerto inform MEPstaff when new workers are hired who might qualify
for the MEP or might have a childr spouse who qualifies

o schedulefuture recruitment visits and

0 request thatemployers put MERontact information in new employee packets or
allow the recruiter to hang posters in the employee break room.

Schooland Community-based Recruitment

| hada hard time getting a schooto work with me, so | had my coordinataend the
school a letter of introduction and call the school principal. The school was much
more open the next time | visited

The recruiter may findt beneficial to recruit during annual school enrollment periods or to

participate in community health fairs or other community outreach efforté/hen recruiting at these

venues, therecruitermay i nd it wuseful t o -quabfivatondf af noirlnse st of iildle not
the parents who are the most likely to have children who are eligitite the MEP. If the pre

qualification form looks promisingthe recruiter can interview the familymmediately. Establishing a

positive relationship with school personnel is very important. Many recruiters work with school

registrars by having MEP surveysorpgeual i fi cation forms inserted int
enrollment packets. Promising surveys then get mailed to the ID&R office, allowing for the screening

of potentially eligible families throughout the year. The local recruiter follows up with a phone call to

further screen the family for eligibility detailsand if eligibility looks good, sets an appointment to visit

the family as soon as possible. To find possible leads, the recruiter may want to find out which

children are enrolled in other schodbased programs that often enroll migratory students, like ¢h

ESL program. Similarly, the recruiter should attend community service fairs where |sealice

providers set up temporaryntake offices in a single location to allow migtary families to sign up for

a number of benefitsand services at one timeAs with agricultural employment logs and profiles,

recruiters may find it useful to keep school profiles detailing the primary MEP contact at the school

(registrar, guidance counselor, school nurse, main office secretary, etéhaen the recruiter

maintains a contact log he or she is establishing record of communicatiorthat helps to maintain

the relationship. Email is another commormorm of communication with school personnel

Get a copy of the student handbook from all theckools in the area where you

recruit. Read the handbooks and become familiar with the policies for such things as

attendance, discipline, graduation requirementsand grading periodsKeep the
handbooks for referenceThen you 6l | be prepared to help the
have questions.
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Residencebased Recruitment.Canvassing, or going dogp-door, is the primary form of residence
based recruiting However, if there is insufficient preparation or resrch done before conducting a
canvass, it may not be the most efficient methad-or example, it can be extremely efficient to go
doorto-door looking for migr&ory children in a migrdory labor camp On the other hand, it can be
extremely inefficient torandomly go dootto-door in a large urban centerThrough researchand the
recruitment network the recruiter can often identify the most productive areas wanvass. For
example,the recruiter is likely to find migratory children in housing near lodalrms and in modest
apartment complexes or local trailer parks where migratory children have been found in previous
years. Therecruiter may wanttousethetted6 s mi gr at ory student database
children along with their previous addresses that have been eligibtethe past to look for them as
well as any new children who may be residing in the same area.

It can be weful to invite schoolpersonnel to participate in recruitment visits to break down barriers
between the school system and migtary families. Moreover, it is often preferable for teams of
recruiters to canvass together, especially in areaghere large numbers of OSY might be found

A good recruiter is prepared. Recruiters should always have a stocked toolkit on hand containing
materials and resources relating to ID&Rsuch as

blank COEs and pens (or a laptop computer tablet with an electronic national COE

a local map that can help identify promising areas in which to recruit

an online georeferencingnap or other directional guide

the Child Higibility Checklisf(Chapter 7) and the Sample Interview ScriptAppendix V1)
business cards or a badge that identifies the recruiter as being employed by the MEP
brochures on the MEP

local school student handbooks

language dictionaries €.g.,English/Spanish)

=A =4 =4 =4 4 4 -4 -4 =9

important contact informationé.g,.names and phone numbers for the
and coworkers, key school personnel, emergency contact information for local hospitals and
police, etc.)

9 local resource guides€.g.,a list of local schools, social service agencies, adult education
materials);

9 school information €.g.,school bus schedules, enroliment procedures, school calendars)

T 0 Wh-¥dw&ereOut 6 doorknob hangers or sticky notes t
information;

1 aU.S. atlas and list of state abbreviations to look up the spelling of city nasnghen filling
out the COE

1 maps of Mexico and a state/city index to help identify migrary family origins and to help the
recruiter look up the spelling of city namein Mexi® when filling out theCOE
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9 acell phone, walkietalkie, or other communication devicgand

1 awhistle or other safety device

Each of the three main recruitment activitied.e., employerbased recruitment, school and
communitybased recruitment, and residencévased recruitment) is effective in certain settings
Therefore, the recruiter should mix and match these approachetepending upon which will be the
most effective and efficient in the locacommunity. For example, KL2 students are usually the
easiest to locate, as they are are likely to attend schod&arents bring the children to school to
register, and elementary schoehdged children, in particular, usually attend regulatliNetworking at
the school and getting referral§rom school staff can be an effective and efficient strategy for
recruiting these students Pre-school children, on the other hand, may not have any connection to
the school system unless docal school or other agency operates a daycare or preschool; thus, the
recruiter may need to find preschool children through networking witlother service agencies,
agricultural employers, or by canvassing in neighborhoods where migratory families oftes

Finally, OSYwho are often teenagers, are usually found in the community where they live or work.
Promotional activitiescombined with employebased recruitment may be the best way to contact
this hardto-reach group.

Safety While Recruiting

Dogs have chased me on recruitment visits, so now | always check to be sure that
they are chained!l f t h ey inedrlstaydntmy cahaad call for someone to

come out and get the dog before | getout ofthecar 6 m r equi red to call my
twice a day so they know I &6m safe.

The recruiter should always be alert to the surroundings and be aware of his or hersopnal safety

and security Driving down a country road after dark, entering a building in a dangerous part of town,

coming across threatening dogs guarding a farmhouse, or being female in a camp full of males are

just a few situations therecruiter may encounterMany of these circumstances arise in any outreach

job and some occur because of the rural nature of ID&RBach MEPshould have safety policies thia

are reviewed duri ng t.hmadditor, cnany MEPs finditsusefultanteétal t r ai n
annually with locallaw enforcement officers to review personal safety strategieBlanning,

preparation, awareness,andammon sense can be t heExpestxonsafetyer 6s be

refer to an individual ds 0i nstilfasittaiobhdoesmotfse exltdh s e
right, the recruiter should rethink the visiand return another time Safety is always the first priority
of the MEP. No student enroll ment opportunity is

recruiter is in a dangerous situation, he or she should leave and return another time with additional
support (recruitnent team or agricultural employer)Jsing personal safety strategies such as those
described below are important. States may come up with a range of safety measufas example,
some safety strategies may be best practices, others may be part of a safeggtem and finally,

many states enforce safety protocols.

Best practices for recruiters include the following:
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1 Only enter migr¢ory housing if necessary; most recruitment paperwork can be completed
outside regardless of the season.

9 Conduct pair or team &cruiting visits whenever possible.

1 Female recruiters can have a male outgoing message treir voicemail such as,
OHI , youdve reached Jen and Jason, pl ease | eav
voicemailand text message advances.

1 Always havecar keys readily accessible.

1 Always carry a cell phone; 911 still works withoatservice provider and in many cases you
can still text 911 with no reception

1 Consider carrying mace or pepper spray.
1 Pay attention to instincts; recruiters should rea@ppropriately if feeling unsafe.

T Pay attention to personal behavior; someti mes
give the wrong impression, especially if cultural differences are present.

1 Notify farm employer or manager upon visiting farm worker housing

1 Consider taking a selflefense course.

Best practices for systems includehe following:
1 Preschedule farm visits whenever possible.

1 Use a buddy information system with colleagues to keep everyone informed of when and
where the recruiter is going to bevhile conducting recruitment efforts.

1 Provide training on proper responses to uncomfortable advances.

9 Provide training on how to report incidents and provide samples of previous reports to make
new staff aware of potential situations.

Protocolsinclude the following:
1 Do not distribute personal phone numbers of colleagues (or others) without their permission.
9 Dress codédirecruiters should wear MEP-¢hirts and/or MEP vests if possible.

1 Maintain a schedule with information on when and where recruitment efferwvill be
taking place.

1 Do not recruit after dark unless prescheduled and accompanied by a buddyUniversity of
Vermont Extension, Migrant Education Program, 2011)

The information provided above is intended to be utilized as a guide to help ID&R adntiaters and
recruiters come up with their own safety measures. While serious safety situations are a rarity in the
MEP, unfortunately they do occasionally occur. The best defense against danger is being informed,
having a proactive safety plapand knowingwhat to do if a problem does occur.
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Communication. The recruiter should always carry a cell phone with emergency numbers in the

speed dial and have a backup plan for rural areas that may not have cell phone reception (recruiters

who do not have a cell pbne may want to invest in a walkigalkie or other communication device)

Before going on the road, the recruiter should te
scheduleand an expected time of arrival back at the office or hom&/hen recruiting at a worlsite,

the recruiter should check in with the farmer or crew leader before beginning recruitment activities

The authorities should be notified if the recruiter does not arrive at a particular destination on time

and cannot be reatied by telephone

Local Knowledge.The recruiter should plan visits with safetyn mind. Knowing which labor camps or
neighborhoods may be cause for concern or what apartment complexes should not be visited alone
may keep therecruiter from entering a potentially dangerous situatiomhe recruiter should consider
which areas are best visited during daylight hours and whether a team, rather than an individual,
should visita particular apartment building This typeof information, which may be shared by local
schoolpersonnel or communityagency staff, should never be ignored he recruiter should also be
aware of the locations of local police stations, hospitals, and businesses tlat open late It is also
important that the local community is aware of the ME&hd the recruiter Wearing a badge that has
the recruiterds namecaraestdblish dragibity and ilentigyrimprdse of ame n t
emergency The recruiter should also be careful not to share too much personal information,
particularly his or her home address or home telephone number.

Transportation Recruiters should make surehat car doors are locked when not in the vehicle and

should al so keep val uabl eshouldhetpropedy mairitained.andT he r ecr u
mechanically soundHaving a reliable car with a full tank ofa&s is a necessity when driving in rural

areas. When possible, the recruiter should choose wéthveled roads and avoidgshortcuts through

isolated areas The recruiter should have good maps (traditiohar those downloaded from the

Internet) to avoid getthg lost Many recruiters are issued GPS units or other navigation devices to aid

in recruitment safety and efficiency. Emergency items (car jacks, flares, blankets, matches,

flashlights, candles, water, a shovel in colder climates, etc.) can help the rdteustay safe until help

arrives in the case of an accident or an emergency.

Conclusion

The most effective recruiters plan their work and follow their pla@athering information on the
migratory communitybefore beginning recruitment atvities and using that information to develop
an individual action plancan save both time and effortFurthermore, individual action planselp
recruiters set priorities and manage time efficientlylhe recruiter $iould consider which recruitment
strategies are the most likely to be successful when developing his or her own recruitment action
plan. Safetyfactors must always be considered when planning work in the migvay community.

Once the recruiter has identified areas that are likely to have migoay families, the next step is to
interviewindividual families and youth, using th&ample Interview Scripprovided in Appendix VIII
Chapter 6 provides an interview protocol, discusses the interview process, and provides lessons
learned from interviewing.
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Chapter 6. Interviewing Migratory Families and
Youth

Chapter 6 Learning Objectives

The recruiter will learn

1 how to use an interview script, such as the Sample Interview Script provided in
Appendix VIII;

1 how to prepare anintroduction to the MEP and a way to connect with migratory
families and youth;

1 the eligibility factors in the Child Eligibility Checklist in Chapter 7;

1 the importance of practicingo ask the questions and probes in th&ample Interview
Script;

1 how to develop a form or system for taking and saving notes;

1 the steps to take before, during, and after visiting with a family or youth;

1 strategies for handling people who are uneasy or unwilling to be interviewed;

1 strategiesfor telling families that they are not eligible;

1 how to handle special situations, such as interviewing emancipated youth or
someone who speaks another language; and

1 how to prepare for his or hefirst interview.

The Recruiter as Interviewer

Recruiting requires a great deal of knowledge, skill, and sensitivity particular, the recruiter needs
to thoroughly understand the MEhild eligibility requirementsand be able to ask probing, yet not
leading, questions to make informed decisions about whether a child or youfhalifies to receive
MEP servicesFurthermore, the recruiter needs to solicit this infmation without offending the
migratory family or youth This chapter addresses how the recruiter prepares to interviemigratory
families and youth, as well as how the recruiter should conduct the interview.
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Is interviewing a science or an art® it the science of understanding rules and regulations
completing paperwork correctly, analyzing data, and making accurate eligibtigterminations?

Or is it the art of tdking to people oneon-one to elicit information that may be very personal?
Interviewingis both. The recruiter must strike a balancéetween having a relaxed conversation and
gathering the very specific information needed to determinditd eligibility.

Conducting a thorough interview and accurately documenting the information collected is key to

determining a childd s e | forghie MIER Thetefre, in addition to theNational COEor COE)the

of ficial record of the stateds eligibility determ
a supplemental interview form to gather supporting informatiofror this purpose, &Sample

Interview Scripthas been provided inAppendix VIlto guide the recruiter through the actual interview

process. This chapter will walk the recruiter through the process immediately before visiting

prospective families or youttall the way hrough what to do after completing the interview.

Sample Interview Script

To determine whether a chilar youthis eligiblefor the MER the recruiter needs tomterview the
migratory worker or another responsible adult to obtain information regarding eligibility.
Supplemental interview forms guide the recruiter through a series of questions to create a
structured, yet comfortable, conversation to draw out the imfmation needed to make a preliminary
eligibility determination. It ighe recruiter, not the migratory workerwith the help of other MEP staff,
who makes the preliminary eligibility determination of whether a child qualifies for the MEP. In many
states, it is the ID&R Coordinator or state MEP Director who makes the final eligibility decision. The
recruiter should always remember his or her role.

While a supplemental interview form is a useful tool in determining chiidigibility, it is not alk
inclusive There are situations where the recruiter may need to ask different questions to address a
particular interviewsituation. However, supplemental forms provide two purposes: a starting point
for new recruters to understand the basic questions to determine child eligibility, and a supporting
record of the uncerlying information theCOE is designed to collecThe new recruiter may find a
script more useful than a veteramecruiter. However, the veteran recruiter should consider makiray
script part of the standard interview process to ensure that he or she is asking all of the key
guestions through the process of the interview

The Sample Interviewbcriptin Appendix VIII is formatted to guide the new recruiter through an
eligibility interview. It is organized into six sections that reflect the interview procesBhe sections,
which are named for the tasks the reciiter should complete, are

Lay the Groundwork for the Interview

Transition to the Interview

Gather Information on ChilcEligibility

Transition to the Confirmation Process

a > w DN PRE

Confirm Responses
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6. Close the Interview

The first two sections are introductions and explanation$he third section is what could be referred
to as the eligibilityinterview, where the recruiter asks questions of the faily or youth to determine
eligibility for the MEPAfter gathering information through these questions, the recruiter transitions
to a summary and confirmation of the eligibility informatiorrinally, the recruiter closes the interview
and leaves the family or youth.

Each section of theSample InterviewScripthas a title and a series of basic statements or questions
(written in regular typeface) that the recruiter should asknstructions to the recruiter and notes are
written in italics or are provided as footnotes at the bottom of the page; the recruiter should not read
these aloud since they are meant to guide the recruiter in completing the interview

Section 3: Gather Iformation on Child Eligibility includes questions that are used to determine child

eligibility. The section is organized by the factors in the Child Eligibility Checklist foun@hapter 7.

Section 3 also includes a list of the items in the COE that theeptions address.The script also

providesspace forther ecr ui t er t o take notes. on the intervieyv

When using theSample InterviewScript, the recruiter shaild keep the following in mind:

9 If the questionsand subquestionsdo not draw out the information the recruiter needghe
recruiter can ask questions f toobminthbsame Addi ti on
information in a different way oto requestadditional information only if needed,to confirm,
clarify, or supplement the initial response

9 If arecruiter gets a response to a question that would make a chilekligible for the
program, the recruiter should make sure the interviewee understood the question before
terminating the interview The recruiter can restate the question in another way, using one of
the additional questions provided, being careful not to lead the interviewee or make it
appear as if there is a o0righto6é answer

1 Space is provided ontie Sample InterviewScriptform for notes.
Section 3 ofthe Sample InterviewScriptaddresses the following Child Eligibility Factors

FACTOR 1: CHhe dhildis ywundgeatian 22 years old on the date of the interview.

FACTOR 2: CHI LDGO6S SCH OUDne chidGshhitlededal freeNpubcT AT US :
education (through grade 12)under state law.For example, thechild is not a high school
graduate or doesnot hold aHSED® OR, the child is not yet at a grade level at which the
school district provides a free public education.

3 The recruiter should find out which older chiren are still entitled to a free public education in his or her
state. If a question arises (e.g., the childas a secondary schoadlegree issued by another country or has
received a certificate of completion itieu of a diploma), the recruiter should find out from state officials
whether the child is entitled to continue to pursue a high school diploma in that state.
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FACTOR3a&C HI LD3d S QU AL [ThHe¥Hild\hevethadtkirEthe 36 monthgrecedingthe
date of the interview The move made by the child was due to economic necessity, AND from
one residence to another residence, AND from one school district to another.

FACTOR3lCHI LD8S QUALI FYI NG MOVE RELATIVE TO THE WMI
WORKER OR FISHERh e ¢ hi IFdAINGMOYB A EACT8d&Rwas with, to join, or to
precede a parent, guardian, or spouse who is a migratory agricultural worker or a migratory
fisher (whose status has been determined in Factosa and 4b).

FACTOR 4aMl GRATORY AGRI CULTURAGRWODRRERBBESBRR&S ( MAW,
QUALIFYING MOVHEe parent/guardian/spouse or child (if the child is the worker) moved
within the 36 monthsprecedingthe date of the interview, AND the move made by the
parent/guardian/spouse or child (if the child is the wor&r) was due to economic necessity,
AND from one residence to another residence, AND from one school district to another.

FACTOR 4bQUALIFYING WORK FOR THE MIGRATORY AGRICULTURAL WORKER OR FISHER:
Afterthe qualifying move in Factoda, the parent/guardian/spouse or child (if the child is the
worker) engaged in new qualifying work soon after the move, OR did NOT engage in new
gualifying work soon after the move, but he or she actively sought new qualifying work, AND
has a recent history of moves for qualifng work. The qualifying work is seasonal
employmert, OR temporary employment, OR personal subsistence. The qualifying work is
agricultural OR fishing.

The eligibilityfactors are based on the definition of a migratorghild, migratory agricultural worker,
migratory fisher and qualifying movedound in the statute Chapter 7, will discuss how to interpret
the intervieweeds responses.

Variations of Supplementalinterview Forms.While theSample InterviewScriptdescribed above
provides a very detailed guide for the new recruiter, other supplemental interview forms may be
more condensed for a traditional interview situation. The purpose of suppiental interview forms is
to provide a recruiter with the questions needed in order to consistently obtain sufficient information
to make an eligibility determination for a migtary child, youth, and family.

While no tool can meet the needs of every statevery recruiter, and every interview, staganay wish

to adopt asupplemental interview form to address state initiatives or to meet quality assurance

goals In some states, the recruiter may need to coli¢ additional information that is required for the

CSPR or for speci al program services, or may want
language, learningskills, or medical history including immunizationginally, the statemay want to

revise asupplemental interview form so it can be used to conductsterviews Although recruiters

are not required to use supplemental interview forms, every interview should address all of the child

eligibility factors discussed in Chapter 7.

4 In a state that is comprised of a single school district, the child moved from one admirasive area
to another within such district or resides in a school district of more than 15,000 square miles and
migrates a distance of 20 miles or more to a temporary residence
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Asking Screening QuestionsAfter the new recruiter has conducted several interviews and has
gained experience with the structure and questions, he or she might want to select a few questions,
as briefly mentioned above, that can be used to screen families and youthhis practice helps by
quickly screening whether anyone in the household meets the primary eligibility criteria, thereby
warranting a full interview Although the mosreliable way to determine which children or youth are
eligible for the program is to conduct a full interview with every prospect, because of time
constraints, the recruiter may decide to focus on those children and youth who are most likely to be
eligible. As a word of caution, however, the recruiter must be very careful not to allow his or her
implicit biases impact which families or workers he or she selects for interviews after screening. Any
decisions on who should not receive a full interview shoub# based on objective facts, such as any
eligibility factors that are obviously not met. The recruiter should recognize that using screening
guestions will mean that some eligible children are likely to be missed, so the recruiter must weigh
the need forefficiency against the importance of identifyingll eligible migratory children.

A recruiter may realize during a screening conversation that the circumstances of the family or youth
are ambiguous or complex and therefore pose challenges to determine wher the family or youth
might be eligible. If the recruiter is unsure whether the family or youth meets eligibility criteria after
asking some screening questions, rather than decide not to follow up with a full interview, the
recruiter should consult wit his or her supervisor. The supervisor may have more experience to help
analyze the information obtained from the family or youth or may recommend additional questions to

clarify the familyds riskinngtgaeking lfelp and hopersistmgin getting e s .

more information is that the recruiter may miss qualifying an eligible child or youth who needs MEP
services.

If the recruiter uses screening questions, he or she should not make a preliminary eligibility

determination without asking all of the questiong e x cept f or t he Cdtdedi ti onal

Sample Interview ScriptThe type of friendly conversation that often occurs during an initial
screening will not give the recruiter enougimiormation on each of thechild eligibility factors to make
a reliable child eligibility determinationDuring the full interview the recruiter will need to ask
enough follow up questions to gather all needed informatioAsking screening questionsnay help
the recruiter use time wisely by only conducting interviews when it is likely that a child or youith
be eligible for the MEPHowever screening questions cannot replace a full interview

Changng the Order of QuestionsAnother adaptation or modification that a recruiter might consider
is changing the order of the questions on theupplemental interview formgo get at the questions
that would be most likely to disqualify a particular childr youthfirst. For example, if the recruiter is
interviewing a mother who has three young children with her, the recruiter might find it more
productive to begin the interview by asking whether the famhgas moved vithin the last 36 months
rather than by asking the ages of the childrenf the family has not moved, there is no reason to
proceed further with the interviewAlso, the recruiter may want to change the phrasing of questions
to use language that locafamilies might be more familiar with or may want to translate the
guestions into t he.Aithoughr recyuiiess havatheiflexibilityltoamodjfytheg e
order of questions recruiters must examine thechild eligibility factors to determine whether a child
is eligible for the MEP

Th
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Visiting Families or Youth

I dondot j ump itootsaon ldet thedamilysee metamungbefered do a
full interview.

Although the interviews the most important interaction in ID&Rthere is important preparation work
that the recruiter must do to make the intervievguccessful The stateor localprogram may require
the recruiter to complete some or all of the following activities before, during, and after interviewing
families and youth

Before the Visit When te recruiter makes a home visjtoften without an invitation or advance
notification, the recruiter is stepping into the world and culturef the migratory family. Therefore, it is
important for the recruiter tomake a good first impression and respect the dignity of the individuals
and families being visited The following are general steps the recruiter may wish toltal prior to
visiting a family:

1 Prescreen families or youthprior to the visit if possible For example, follow up with families
or youth who have completed either a schook employersurvey such as the ones found in
Appendix Illand appear to be eligibldor the pragram or have a childor spouse who is likely
to be eligible If that is not possible, the recruiter can call the familgrior to the visit or get
information from others who know the family or youth.

1 Develop a scheduleof whom to visit each day and get directions to the familyr youthd s
home or workplacelf interviews will be conducted at a housing unit or work site, contact the
housing unit manager, farm owner, plant manager, etfitst to explain the reason for the visit
and ideally obtain permission to conduct the intervieygeethe sections onldentifying
Important Information Sources anan Building Relationships and Gathering Datia Chapter
4).

1 Determine whether an interpreter is needed and, if so, make suitable arrangemenising a
copy of theCORhat is translated intothe famiyp s nati ve | anguchase . Find o
possible about the familyoryouttd s n e e d s p rso that thd recruitehcan brng s i t
useful resources For example, if an older childlid not complete high schoqlthe recruiter
may want to bring information on a locdligh school equivalencyHSE)program.

9 Print out information on the familyfrom the state migratory student database, if available,
such as any COE data that is the system or a list of courses the chiltlas taken that are
only partially complete

9 Dress neatly, but not too formally, so that the famifgels comfortable.

T Give a coll eague a coompplete with lotatives, agproyirGase times,h e d u |l e
and when the recruiterexpects to return to the office or home (see SafeWhile Recruiting in
Chapter 5. Notify the office or a ceworker if plans change.

1 Print acopy of theSample Interview Scripand the childeligibility factors to be addressed
during the interview.
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1 Bring any materials the recruiter wiheed to complete theCOEand any other forms required
by the state For example, some states require the completion of a needs assessment for all
families or an OSY profile for every OSY enrolled into the program. Some stasesaupaper
copy of the COE form and require a pern other states, tablets, smartphones or laptop
computers may be used (see suggestions for what to take on a recruiting visithe section
on Contacting Migraory Families and Youth irChapter 5.

i Take time to get organized before conducting each intervielumbling for promotional
materials or COEs makes the recruiter look ill prepared and canreflect poorly on the MEP

During the Visit. As stated previously, during the interviewhe new recruiter should follow the
Sample InterviewScript Supplemental forms provide detailed questions that the recruiter should
ask; however, the followig are additional guidelirs to follow when interviewing:

9 Observe the surroundingsThe recruiter should always be observant about the famdy
youthd s e n v i. Fopimenviewstthat are conducted at the home or workplace gh
recruiter should look for clues that may require the recruiter to ask additional questions to
help determine if the childis eligiblefor the MER For example, seeing that a migtary family
is operating a welestablished day care center out athe home might alert the recruiter to
ask more questions about whether the family has moved within the last three yearse
recruiter should use all available information to ask the right questis to accurately
determine the childobés eligibility for the MEP.

1 Make introductions and explain the purpose of the visiThe recruiter should begin by
introducing himself or herself and explaining the program the recruiter represents and the
reason for the visit It is not necessary to go into great detail about MERrvices, but the
recruiter should provide enough information to put the interviewee at ease so the recruiter
can gather accurate infomation. A parentor youthmay feel less apprehensive and may be
more forthcoming if he or shainderstands the reason for the interviewThe recruiter may
also wart to point out that he or she is not selling anything; the MEP is free for eligible
children and the information they provide is confidential.

9 Find common groundThe recruiter will need to think about how to build a rapport with
migrat ory families. Saying thingdhidudecrnads oroldoYoend
in Texas; | ve been to Texas sever al ti mes and
keep the conversation going as the recruiter obtains the required infoation. Making
friendly conversation with the children or admiringa petorachilds ar t wor k may al s
parents feel more comfortable.

i Use a conversational toneThis will help put the interviewee at ease and withake the
recruiter morelikely to obtain accurate information. Administrators often try to hire recruiters
who arefriendly, nonthreatening,and if possible, from similar cultural backgroundso
families and youth feel comfortable talking withtheeB e i n g tnesel iokbeus ior as ki n¢
probing questions too quickly can make a familyr youth feel uneasy and unwilling to share
information. Having an understanding of possible cross cultural differences will help to set
the propertone of the interview.
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1 Take notes.The recruiter should always take notes during the intervigather than relyon
memory. These notes, which can beléd with the completedCOEor on a supplemental
interview form, becomamportant when an eligibility determination is questioned or when a
third party requests additional information on how the decision was made.d.,as in the
case of a quality controfre-interview, or in an appebby a paren}.

1 Practice active listening.The recruiter only gets the information that is needed when the
interviewee is talking Therefore, the recruiter should be sure not to dominate the
conversation The recruiter should use active ligiing skills, including techniques like the
following:

0 Focus on the speaker.

0 Sit near the speaker.

o0 Lean forward in an engaged pose.

0 Restate the speakerds key points.
0 Summarize the conversation.

0 Ask relevant questions.

0 Show interest through faciabxpressions and gestures like nodding.

0 Let the speaker rest after talking

Interrupting speakers, dominating the conversation, or even coaching answers from a parent
or youthis not only a sign of disrespect, bt can lead to faulty eligibilitydeterminations.

1 Repeat or reword questionsThe recruiter should feel comfortable asking a question a
second time or approaching it from a different anglé-or example, a recruiter might ask,
0 H a sr oieastwdaughtergraduated from high scho® @ Has s he HSEDR éiDv eld a
she take a test and receive a certificate that
guestion mayhelp the interviewee understand what information the recruiter is seeking

1 Answer questions or make a note to follow upf the family or youth asks a question that the
recruiter cannot answer , t h e doeotknawithe aswers houl d
to thabeg Puadl bl fliisnuchdetter fof thee recryiter to admit not
knowing something than to give the wrong answa#’riting down any questions or concerns
the family or youth might have and following upith them laterwi | | hel p build the
credibility within the migréaory community.

1 Ask for additional information or documentationFollowing are several common scenarios in
which the recruiter is advised to ask merquestions or to get additional documentation:

0 The facts are unclearAn interviewee may give conflicting or unclear answers
because of fear or stress, an inability to recall specific information, language issues,
or other unintentional reasons. In particlar, it is critical to gather enough information
to be able to develop a timeline to chart moves, qualifying moves, dates of
engagement with qualifying work, QAD, etc. because these dates determine if a child
or youth is eligible for MEP services and orhat date eligibility begins. For example,
one familymember may say the family moved in the spring, and another family
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member may say they moved in the summer. The recruiter should ask for more
information to clarify the date of the move. Asther example is where language
issues prevent the recruiter from getting clear responses to eligibilgyestions (e.g.,
the person being interviewed speaks a language that is not typically spoken in that
area and the localproject is unable to find a good translator). Again, the chithould
not be enrolled until the MEFhas enough information to determine if he or she is
eligible.

0 Itis not clear that theemployment the worker is engaged in @ctivelysoughtis
qualifying work If the worker moved to find work that the stateas not qualified
previously, it may not be clear whether the work meets the definition of being
agricultural or fishingor of being temporaryor seasonalemployment. In this case, the
recruiter would need to collect enough information to allow the state to determine if
the work qualifies for prposes of the MEP

o The worker did not engage in qualifying work soon after the move, information (1) on
the ways in which the worker actively sought such employment and (2) the recent
history of the walifyindkwerkié sotemdent(@heseimoves donot
have to be qualifying moves.) For workers who did not engage in qualifying work soon
after the move, the recruiter needs information on both (1) and (2). The recruiter
should ask the worker about where herashe applied for work and how many
potential employers he or she contacted within 60 days after the move. See the NRG
for a recommended interpretation of o0soon &
the recruiter should review information on family mogahat may be available in the
state MEP student database oMigrant Student Information Exchang@MSIX.

0 The recruiter suspects that the familias not been truthful In some cases, parents
may say whatever they need to say to get their thia desired MEPservice (e.g., extra
tutoring). For example, a worker may claim to have moved to another stéie
qualifying employmenduring a specific time period. However, the recruiter may have
viewed recordsthat show the children in attendance at the locadchoolor seen the
worker in town during that time. In this case, the recruiter shild ask for additional
information such as proof of employment that may include verbal confirmation from
the employer a copy of a pay stub, or a copy of an employment application. The
recruiter might also speak with school personnel tanid out if the child missed any
school during the time the worker claimed to have moved to another state.

0 The family made a short duration movdf a move was of an extremely short duration
of time, for example a few days or less than one week, it may beegtionable
whether themove was a change in residencén situations such as shorduration
movesthe recruiter should ask theState for its written policy for determining and
documenting when and why these moves qualify for the MBR cases wherechange
of residencemay be questioned, the recruiter should clearly documeah the COE
whyhe or she believes that a move of such short duration would be considered a
gualifying move.

0 ltis not clear that the move was made due to economic necessifthe MEP is
premi sed on the Feder al governmentds under s
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unique needs in view of their mobility, and generally are in lemcome families.
However, the statutory requirement that a qualifying move be made due to economic
necessityclarifies that, underthe ESEA, economic necessity is integral to a move that
makes a chil d arhus, mpegsonavhodaawedfror the plack where
he or she lives to, for example, (1) visit family or friends, (2) attend a wedding or
other evert, (3) take a vacation, (4) have an educational or recreational experience,

or (5) take care of a | egal matter, woul
did

economic necessityd because the person

financial need. Similay , t hi s person would not have
economic necessityo upon r etsuTherecruiter h o me

may want to ask additional questions if it is not evident that the move was due to
economic necessity, as defined adve.

Additional documentation should only be requested when the information is needed t
determine a childd s e | forghie BIER! since parents may view these requests as
unnecessaryand intrusive The recruiter should talk with a supervisdp decide if additional
documentation is needed and, if so, what type of documentation to request (more
information on documentation is provided iilChapter 7). If the recruiter and supervisor are

not able to determine if a child is eligible for the MEP because the parastunwilling to
provide additional documentation or there
the recruiter reviews the additinal documentation, the childshould not be enrolled in the

MEP.

1 Confirm the information on the COE and get the form signethe recruiter should review the
COE with the person who was interviewed to make sure that evenyghrecorded on the form
is accurate When you review the information, the interviewee may make corrections or
remember additional details; the recruiter should take the time to get it righthe recruiter
should summarize the information gathered from thmterviewand repeat it back to allow
the interviewee to make corrections if necessarnce any needed correctionbave been
made to the COE, the recruiter can then ask the interviewee to sign the form to verify that he
or she providedthe information and that it is true to the best of his or her knowledg&he
recruiter may have permission slips or other forms that need to be signed as well.

I Thank the interviewee and ask for referralsT'he recruiter should thank the iterviewee for
his or her time and ask whether there are other farmworkers or fishers who live in the local
communitywho might be eligiblefor the program or have additional family members or €o
workers who might be eligible.

I O m

doesndt get enough mobddy tethtbeHandyrthatd wilkfindeouty ¢ h i
whet her their child can get extra seulwantces

careful n ot thabtheipchil will receive sehviees beaamse my state

migratory families to be able to trust me

After the Visit After the recruiter hascompleted the interviewportion of the visit, heor she should do

the following:

I
S0

d n

och
fro

ar e

d
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1 Check theCOBEo0 make sure it is complete, clear, signed, anderect (see the sampleCOE
Review Checklist il\ppendix X)I

1 If needed, consult vith the translator to verifythe information on the nationalCOEand
observations regarding the interview.

1 Make a note of any observations about the famityr youththat may assist in making the final
eligibility determination.

1 If appropriate, thank the housing unit manager, farm owner, or employfer being
cooperative.

1 Follow up on any promises made to the famituring theinterview.

T With the intervieweedos agenciesiasdprovideathemavithnt act ¢ om
referral information so they can help address any needs the famihay have that are outside
of the scope ofthe MEP.

1 Where required by the state or local program, record the interviégwan activity log i.e.,a
record of how the recruiter uses his or her time) and complete any other required paperwork.

9 If the recruiter gathered any new or updated information from the famiy youth enter that
information in the stateor localmigratory student database.

9 Avoid sharing private information about the familjpat came out of the visit Respecting
confidences is a way of gaining the respect and trusf the family. Much of this information
is also protected by privacy laws

Difficulties While Interviewing

The recruiter may encounter any number of difficulties during an interviéwhile it is impossible to
anticipate every possible issue a recruiter might encounter, some of the most common are
discussed below.

Resistance.Migratory familymembers or youthmay refuse to be inteviewed or may not want to

disclose information about their employmentparticularly if the family or youth is not familiar with the

program. While there are many reasons why a recruiter could face resistanoee rea®n is that a

number of recent immigrants and farmworkers are uneasy about providing information to a

government representative for privacy or other reasons. It is important that the recruiter assure the
interviewee that the CORvi | | only be used to document the chilc
MEP does not collect information on immigration status of a family or individual. By explaining the

MEP&ds basic purpose, the r ecr umdambertoaiawthe eerviterbl e t o
to interviewhim or her. The recruiter may also ask a family who has been served by the MEP to talk

with the new family. Many times a resistamnigratory family or youth will become more cooperative

after talking with a satisfied parent or other OSYAnother strategy is to give the family time to think

about the request and come back later.

To overcome resistanceit might be helpful for the recruite to make the followingpoints:
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1 Afamilyor wor ker 6s i mmigration statudoris not

the MER

1 Inthe U.S., all children are entitled to receive aX education, regardless of their
immigration status In fact, each statehas compulsory school attendance for children who
are within a specific age rangé

1 The stateis required to look for all children who are eligibler MEPservices.

1 The MEHSs a supplemental educational program that helps migtary children
who are struggling to keep up in schodue to factorssuch as a lack of educational
continuity, lost instructional time, difficulty adjusting to a new school, lack of educational
supportin the home, health issues, and access to services.

1 Even if a childdoes not need help at tlis time, the familyshould know about the MERor

future reference.

The recruiter does not need to mention all of these points if the famiycomfortable with sharing
information or already knows about the program.

Assumptions and JudgmentsTherecruiter is susceptible to making assumptions and judgments
about peoplehe orshe encounters that may make interviewindifficult. Some common assumptions
the recruitermay unintentionally make includeghose found in Table 1.

Tablel. EligibilitylnterviewingAssumptions and Facts

Assumption Fact

Every childin a familyqualifies
for the MER

There are times when one or more children in a famityay not
be eligiblefor the MER For example, achild may have been
born after the family made the qualifying mover an older child
may already have completed high school.

If the children did not move
with the workerthey do not
qualify for the MEP.

In some cases, a worker may move alone, leaving the children
with a spouse or grandparentln these cases, the children are
not eligiblefor the MEPbecause they did not moveHowever it
is possiblethat some or all of the childrenmade a subsequent
qualifyingmove with the worker.

All workers at a particular job
site qualify.

Some sites have both permanent and temporagr seasonal
jobs. The recruiter should make sure that the job the worker
sought is temporary or seasonal.

5 For information on age range for compulsory school attendance and specialiedtion services,
and policies on yearound schools and kindergarten programs, by state, as of 2015, visit:
https://nces.ed.gov/programs/statereform/tab5_1.asp. This information is also @ailable from each

SEA.

a

f

a
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Assumption Fact

All migraory families or
workersare Latino (or some
other ethnic group).

Migratory workershave been identified inmany differentethnic
groups.

All Latino immigrats are
migratory families or workers

There are many Latino immigrants who dwot meet the
eligibility requirement for the MEP.

Ifthew o r k mastdesent
qualifyingmove was not to find
gualifyingwork, his children do
not qualify.

If a child makes a qualifying move with or to join a
parent/guardian whois a migratory agricultural worker
regardless of whether this particular move was to find qualifyin
work, the child could still be eligible for the MEP ifte ¢ h i |
move was withinthe 36 months precedingthe date of the
interview, and the parent still retains his/her status as a
migratory agricultural worker

The recruiter may unconsciously make judgmenabout individual families or youththat affect the
outcome of the interviewFor example, over time the recruiter may become aware that some families
are more or less respected by other members of the logalgratory community. The recruiter should
be careful not to base eligibility decisions on assumptions or judgments formed by others, but rather

look objectively at the factsEven if the recruiter is uncomfortable with a particular famity r

lifestyle or behavior, the recruiter cannot factor these feelings into the eligibility decisidie
recruiterds r ol e oriyauth,rbat tathar to make abjgctve digidility detediminations

for the MERP

Language and CultureThe recruiter may come in contact with unfamiliar languages or cultural
norms. If the recruiter does not speak the famiy s | a rhg ar shg may overcome linguistic
differences with the use of an interpretedWhen using an interpreter, the recruiter should remember
to communicate with the family, not just the interpreteAvoiding slang and long statements can
make interpretation eaier. The interviewee should be reminded that talking slowly and pausing
when responding will help the interpretetCulturalchallenges can be more difficult to overcome
However, most people generally appreciate sincere attemptsbe cordial and respectfulHaving
sincere concern for the welfare of the family and children will also help to avoid awkward cultural

misunderstandings

Distractions. The recruitershould be aware that distractionsan diminish the quality of an eligibility
interview. To increase the reliability of the interview, the famity youthshould be in a comfortable
environment with limited distractionsFor example, a recruiter that interviewa worker at the
doorstep of the homdi with cars passing, children playing, and dogs barkifighay not get accurate
information or may not record the information accurately{fhe recruiter should be aware of the
surroundings, and if there are too many distraicins, the recruiter could ask screening questions,
but wait to do the full interview at a more convenient time. If appropriate, the recruiter could also
suggest moving the interview to a more accommodating space.

yout hdos
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Leading QuestionsBecause the interviews critical to determining the childoryouthtd s e |l forgi bi | i ty
the MER the recruiter should avoid asking questions that lead families to givague or untruthful

answers Leading questionc an of ten be answered by O0yesd or ono
interviewee to give a particular answen the other hand, operended questions prompt the

interviewee to provide morenformation than simplyyesorno n t he first exampl e be
moved here to work in agricultur éedisthegdrrece 6 t he ph
responseRephrasing the question to owhy di tbvidgou move
various reasons without having a predetermined answer in mirBlelow are several examples of

leading questions that the recruiter should avoid, along with suggestions lbow to rephrase them

to be openended.

Table2. Comparison of OperEnded vs. Leading Questions

Askopenended quest DO NOT ask | eading

Why did you move here? You moved here to work in agriculture, right?

What kind of work were you looking for? | Did you move tcengage inany type of agricultural
How did you know thigype of work was work?
available?

Has anyone in your familynoved recently? | You havemoved recently, have you not3ay, within

When did they move? the pastthree years?

How long hasyour familybeen living in You know we have a great summer program for
[name of current home towij? children who have moved. | will bet your kids have
Did you ever travel anywhere else? moved in the last few years, have they not?

Therecruiter should not tell the interviewee the MEBligibility requirementsbefore the interview
begins as this might inadvertently affect the inteive we e 6 s .rinstsag, the receuger should
ask questions similar to those in the&Sample Interview Scripin order to obtain accurate information

Chronological ConfusionExperienced recruiters often report that it is easier to get a worker to tell

what was done thanwhenit was done. For example, a worker may recall having worked at a chicken

processing plant, but may have trouble remembering the exact start date. Many people have trouble
remembering specific dates; this can be even more difficultif migratory families who move
frequenty.Because the SEA must approve the COE on or be
agricultural worker expires, it is critical that the recruiter establish the most recent date that the

children made a qualifyig move with the parent/guardian who is a migratory worker

To help the worker place the event inrhe, the recruiter may wish to

91 review a calendar with the worker and ask the worker to point to the date of the move
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1 ask about the weather during the time thevorker moved or obtained the agricultural or
fishing work;

91 help the worker recall important news, schopbr familyevents and try to determine if the
move happened before or after that event

9 ask theworker to recall the ages or grade levels of the children at the time of the move
9 check with other familymembers or

9 askto see pay stubs or schoalecords

If the familyhas previously quafied for MEPservices, information in the MEP student database or
MSIX may help place the family or youihs mo v e .

Contradictions During an interview a family may give answers that appear to be contradictory or
inconsistent with what the recruiter has observedror instance, the recruiter may observe that the
family runs a thriving construction business even though the paresdayshe moves frequently for
agricultural work If a situation is unclear or if the recruiter is not satisfied with the answers that the
interviewee provided, the recruiter should tell the interviewee that he or she has to consult with a
supervisorbefore determining if the childor youthis eligibleand that he or she will inform the family
of t he s uper.Afamily or htervieveearnaysfeelgpressure to give false or exaggerated
information for a variety of reasonsto qualify for services, to please a friendly recruiter, to appease
another family member, or to compensate for not knowing or remembering the answers to certain
guestions. The recruiter should be awar of these motivations and clarify any information that does
not appear to be accurateMore information on this topic is found earlier in this chapter; material on
falsification of information by the recruiter is found in the next apter.

Premature Determinations.The recruiter should avoid telling the interviewee whether the chidd
youthis eligiblefor the MEPduring the initial visit There may be circumstances or issues that the
recruiter did not consider during the interviewhat may later affect the eligibility determinationFor
example, the MEP stafperson who reviews the&COEmay question whether the work that the family

doesistemporaryor may know something about the family t
(e.g.,the child did not move with the parents to do agriculturayork). This additional information
could change the recruiterds initial eligibility

Similarly, the recruiter should avoid telling the interviewee that the chitd youthwill receive MEP
services The MEP is not required to serve every eligibtegratory child. In some areas, there may
not be enough migr#ory children to justify the cost of starting a prograrrin others, an eligible cid
may not be served because there are other eligible children who have greater neddsds are
limited and localprograms are often forced to make tough decision§amilies often ask what kind of
services their children will receive, anche recruiter may be tempted to list all the services the local
program provides However, the recruiter should keep in mind that nail eligible children will
receiveall services Therefore, while most programs assess migray children and do their besto
deliver the most appropriate services, there is no guarantee that every child will be served.

The recruiter should avoid the uncomfortable and unpleasant position of having to return to a family
to inform them that there has been a mistke and their childis not eligiblefor the MEPand will not

h «
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receive promised servicesThe recruiter should inform the family that others need teeview the COE
before a final eligibility determination is made, and that someone from the MEP will notify the family
of the outcome.

Lessons Learned: Interviewing/ligratory Families and Outof-School Youth

In the fall of 2004, most states reinterviewed a sample of children who had been determined to be
eligible for the MEPas part of a National Rdnterview nitiative. Through thisinitiative, there were a
number of lessons that were learned about interviewing migaay families and youth Some of those
lessons are listed below

The Role of the RecruiterThe recruiter may encounter families who are living far beldke poverty

level and who have great needfRegardless of the level of poverty the recruiter finds in a home or

shelter, the recruiter cannot confuse empathy for the familyith the dutiesof the job. The recruiter

should be caeful not to perceive himself or herself as having the power to decide which childeme

eligible to receive services and which ones are ndturthermore, the recruiter cannot use the MEP

asawayt o 0l evel the playing fieldé by deaanmmamitonal |y
help a particularly deserving familywhile it might feel good to be able to help a deserving family, the

role of the MEP recruiter is todentify and recruit eligiblemigratory children, not children in need.

Moreover, for families that have domestic problems, there are social organizations that can help
them with issues like domestic violence, drug abuse, chisbuse, or neglet. The recruiter may not
feel comfortable giving unsolicited information about these services to a famibut he or she should
be aware that these services exist and should provide the information if necessdryaddition, the
recruiter should learn the loca] district, and/or state policy with regard to when and how to report
suspected cases of child abuse and neglect

Quality Control ProceduresRoutine quality control checks are important for catching eligiity

determination errors The 2004 National Relnterview Initiative resultedirED6s i ssuance of
regulations thatmandate quality control procedures nationwidéAnnual prospective rénterviews are
designed to catch errors prior to reporting the numbeff anigratory children in the state. An ongoing

random sampling of students allows concrete training opportunities when errors are found. It also

leaves less room for intentional inaccuracies from recruiters when they know ahead of time a family

may be calla for a random reinterview.

Double check datesDates for qualifying moves are critical. For that reason the recruiter must make

the extra effort to ensure that the dates recorded on the COE are as accurate as possible

gualifying move date for the children establishes the QABhich determines the length of time the

child is eligible for the MEP. Thgualifying move date for the workeestablishes the timeframe for

the individual 6s st atwoser/migratay fishergThisdateisalsoedlr i cul t ur
becauset he SEA must approve the COE on or before the
worker expires

Services VaryStates and schoodistricts offer a variety of different typs of services through the
MEP A childmay receive a service in one statthat is not available in another stateMoreover,
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services may even varwithin a state from one local project to anotér. Therefore, the recruiter
should inform the familythat services can vary from one MEP to the next.

Referring Families and Youth to Appropriate Service3he recruiter, withthe familfy s consent |,
should feel free to refer &amily to other suitable service providetdNhen the recruiter is able to
accurately identify the familyds needs and provid
family is more likely to get the services they neeth making a referral, the recruiter should provide

the familywith the

name of organization

location and hours of operation

name of contact person and telephone number

eligibility criteria, and

=A =4 =4 =4 =4

services provided

To increase the liklihood that the familywill actually receive services, the recruiter shoufdllow-up
by

9 contacting the person to whom the migtary familywas referredia f t er r ecei vi ng th
consent to do séiand providng the followirg information:
(1) the name of the family, (2) the service(s) needed, (3) the date the referral was made, and
(4) contact information for the recruiter (or the family) if the family does not make contact
and

9 following up with the familyto see if they received the service(s) they needed.

Youthwho qualifyfor the migraory programmay be eligiblefor a varietyof other services, including

ESL classes

Adult BasicEducation classes

referralsto health and other communityservices €.g.,legal, housing, clothing)
adeconnectiono6pregeamshi gh school

semi-independent gudy courses, and

=A =4 =4 =4 4 =4

local volunteer or studenigroup contacts

Do Not Set Recruitment QuotasAt times, the recruiter may use techniques that are similar to the
strategies used in sales and promotioto find and recruit migrdory children; however, the recruiter

is not a salesperson. The recruiter should never feel compelled to meet specific recruitment targets
or quotas Instead, the recruiter should concentrate on finding all of the eligibédildren in the
recruitment area to the best of his or heability. Agricultural and fishingobs may change over time
due to factors such as development, farm consolidation, changing weather patterns etc., which can
affect the number of migraory families and youth who move into a padular area to work All the
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recruiter can do is find the eligible children who reside in the recruitment ar€ghe recruiter should
never feel pressured to make questionable eligibility determinations to increase the number of
identified migratory children.

Do Not Give Families Recruitment IncentivedNevergive families gifts like jackets or backpacks to
entice them to enroll their children in the MERGiving gifts may encourage a famibyr youthto say
what the recruiter wants to hear to get the gift. It can also cause hard feelings if one cnédeives a
gift and another one does not. Once enrolled into the program, some programs may offer small
o0 we |l ¢ o mé eligiblegstudents as a means of reminding them about the MEP and preparing
them for school, but this is not appropriate as a recruitment tool.

Conclusion

When conducting an eligibilitynterview, the recruiter should be prepared to do the following:
introduce himself or herself, explain the reason for the visiind common ground with the familyo
build rapport, screen the interviewee using thehild eligbility factors to determine whether the child
qualifies for the MER and use asupplemental interview fornto obtain the supporting information
needed to determine whether the child is eligibleof the MEP and to fill out theCOE The new
recruiter may rely heavily on the more idepth Sample InterviewScriptwhen conducting an
interview, while a seasoned recruiter will learn how to draw out thormation that is needed to
determine eligibility using a more conversational approach or a more condensed supplemental
interview form

Interviewingskills develop and improve over timéwith solid research a good individual ID&Raction
plan, working knowledge of eligibilityequirements, and practice, the recruiter will gain confidence
and proficiency as an interviewerThe next chapter provides tools that will help the recruiter make
accurate preliminary eligibilitydeterminations.
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Chapter7. Determining Eligibility

Chapter 7 Learning Objectives

The recruiter will learn

1 how to use the Child Eligibility Checkilist,

1 whom to contact to resolve difficult eligibility cases,

9 his or her role in quality control,

9 the consequences of bending the rules in making eligibility determinations,

1 how to prepare to make his or hefirst preliminary eligibility determination, and

1 what to do if he or she suspects fraud or falsification @OEs.

The Importance of Accurate Determinations

It takes time and effort for the recruiter tacomplete theinitial training, create an individual ID&R

action plan, build a recrutment network, and learn the nuances of interviewingHowever, all of this
is critical preparation forone ofthe most importantparsof t he recruiterds job: m
preliminary eligibility determinations.

One of the primary responsibilities for a stat® administeringand operatingthe MEPis to identify

those children who are eligible forite MEP sahat they can receive the services they needbtates

are also required to providéo EDan annual count of the number of eligiblenigratorychildren who
resideinthestateThe stateds ability t aepenedgpabnostentirdlyios number
how adequately and accuratelyecruiters make eligibilitydeterminations.

Higible migratorychildren are deprived of services they neeifithe state serves ineligible children

with MEP funds. Furthermorethe state may have to repayo EDMEP fundsspent on ineligible
children. Thus, accurate eligibility determinations are critical in order for a state to have an effective,
compliant MEP. The cycle @nsuringresponsible eligibility decisions begins with the MEP recruiter.

The Recruiterodos Rol e

Al t hough t he makiogpteininary eligibilitydesernenations is critical, he or she
should not feel overwhelmed by this responsibility. If the recruiter works hard to learn the eligibility
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requirements,applies that knowledge consistently, and seeks help from supervisors whenever he or
she has an eligibility question, the recruiter will be able to identify and recrmtgratorychildren who
are truly eligible for the MEP

If the recruiter hasused The Sample Interview Scrigupplemental interview fornto gather all of the

information needed to make an eligibilitgletermination, a simple review of the MEBligibility criteria
shouldusuallyl ead the recruiter tiec ®dngl bdokildisay e D,not, hit hi
e | i g This precesé ismeant to bestraightforward Questions occasionallyarise when the

information the recruiterreceives on a particular factor or set of factors is unique or uncleafFor

example, a worker may have moved to perform an unusual agricultural actititst the state hasnot

previously enountered.

Migratoryfamilies may have elaborate historiesthat pose challenges for a recruiteto make an

eligibility determination. To ensure that all eligible children are identified and able to enroll in the

MEP program, a r ecr ui hisooryevanifé doesaat, atlfirgt orethesurfdcefimi | y 6 s
eligibility criteria or because all thefacts are not immediately apparentAny time the recruiter has a

guestion regarding whether a childr youthis eligiblefor the program, he or she should ask the

supervisorfor help. Everyprogram hassomeoneat either the local or state level, or both,whois

responsiblefor resolving eligibility questionslt is important for every recruiter to knovais or her

point of contactand to feel comfortable contacting that person en questions arise There will be

more discussion on how to determine eligibility in difficult casdater in this chaptet

Primary Resources to Help Determine Eligibility

There are several documents that lagut the eligibilityrequirementsfor the MER The three sources
listed below contain the basic eligibility definitionand criteriathat recruitersare requiredto use to
determine if a childor youthis eligible for the MEPThey include the relevant sections of the
following:

1. federal statute (see below)
2. federalregulations (see below)

3. state requirements if any

In addition, there are a number ofesourcesthat have been developed to help recruiters determine
achildoryouttd s e | forghie MER Theseyesourcesinclude thefollowing

1 OME NorRegulatory Guidance

1 Child EligibilityChecklist (introduced later irthis chapter)
1 Sample Interview ScriptAppendix VI)I

1 National COHChapter 8

1 New Recruiter SelCheck Appendix IX

1

state manuals and/or recruitment tools
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The relationship between these documents and the interpretation of them by MEP personnel is key
to properly determining child eligibility.

Who is a Migratory ChildA childi s a o mi gr at or y focMEPserdiags ifalhofithei s el i gi
following conditions are met:

1. The childis not older than 21 years of ageand

2. a. The child is entitled to a free public education (through grade 12) under State law,

b. The child isnot yet at a grade level at which the LEA provides a free public educatianc

3. The childmade a qualifying move in the preceding 36 months asmigratory agricultural
worker or a migraory fisher, or did so with, or to joina parent/guardian or spouse who is a
migratory agricultural worker or a migreory fisher; and

4. With regard to the qualifying move identified in paragraph 3, above, the child moved due to
economic necessity from one residence to another residence, add

a. Fromone schooldistrict to another, or

b. In a state that is comprised of a singlschool district, has moved from one
administrative area to another within such districipr

c. Resides in a school district of more than 15,000 square miles and migrates a
distance of 20 miles or more to a temporary residence

This definiti BIRGChdlprd)l desvesifromthe Sigiusory and regulatory

definitions ofad mi g r at dut restatet thel defiditions in an easier to read formafThe NRGis

intended to be the place where state and local MEP perso#l can go to learn about the MEP statute

and regulations in a format applicable to everyday situations. For this reason, tiational ID&R

Manual will refer frequently totheNRGd e f i ni ti on of oOmi gratory chil dod i
regulatory defnitions. While someerms, suchas o0 qu al i f yalsodgfinedmth&k , 6 ar e
regulations (see below)this manualwill focuson the discussion of thesderms as they appear in the

NRG

A brief description of the statute, regulationg\RG their relation to one another, and the eligibility
definitions they include is provided below for reference.

The MEP StatuteThe ESEA is the statute authorizing the MEP, as well as other educational

programs at the federal level. It was first enactedytthe US. Congress in 1965. The ESH#ovides

basic provisions for how SEAs and LOAs are to operate the MEP, including the definitions of the basic

ter ms. I't has been amended (or Olheenastirecemr i zedd) se
amendment to the ESEA was made by the Every Student Succeeds Act (ES€®hgress can change

the ESEA only by enactment of another law or amendment.

MIGRATORYCHIBEDr he t er m O mi gmeaa rosoygoutiththo nidle a qualifyig move
in the preceding 36 monthsi

A. as a migratory agricultural worker or a migratory fishesr
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B. with, or to join, a parent or spouse who is a migratory agricultural worker or a migratory
fisher. [Section 1309(3)

MIGRATQY AGRICULTURAL WORKHRe termé mi gr at ory agricul tural work
who made a qualifying move in the preceding 36 months and, after doing so, engaged in new

temporary or seasonal employment or personal subsistence in agriculture, which may be dairy work

or the initial processing of raw agricultural products. If an individual did not engage in such new

employment soon after a qualifying move, such individual may be considered a migratory agricultural

worker if the indvidual actively sought such new employment and has aaent history of moves for

temporary or seasonal agricultural employment. [Sean 1309(2)]

MIGRATBY FISHERThe term O6mi gratory fisherd means an i nd
in the preceding 36 months and, after doing so, engaged in a hew tempoy or seasonal

employment or personal subsistence in fishing. If the individual did not engage in such new

employment soon after the move, the individual may be considered a migratory fisher if the

individual actively sought such new employment and hasrecent history of moves for temporary or

seasonal fishing employment. [Section 1309(4)]

QUALIFYINGMOWH he term dqualifying moved medins a move
A. From one residence to another residence; and
B. From one school district to anotheschool district, excepfi

I. Inthe case of a state that is comprised of a single school district, wherein a qualifying
move is from one administrative area to another within such district; or

II.  Inthe case of a school district of more than 15,000 square nei$, wherein a qualifying
move is a distance of 20 miles or more to a temporary residence. [Section 1309(5)]

MEP RegulationsFederal regulations are ruleslevelopedby the executive branch of the federal
government and other governmeniadepartments and agencies. Regulations interpret arfdl in
gapsin terms, phrases, practicesand languagecontainedin statute and can be found in theCode
of Federal Regulations (CFR)

For the three terms defined in both the statute and programregut i ons ( O0mi gr at ory chi
omi gratory agricultural worker, 6 simtbeESEAiagr at ory f

amended bythe ESSAfake precedencel n addi ti on, t hteaiteyrdn &s ndefrideed
CFR8 200.81(d), is no longer applical# because the termwas partof he def i ni ti on of 0
childoé in the previous ver si theNochildletiBehimlAaddefut e ( ES
2001), but has been removed from the program definitions il current datute (ESEA, as

amended bythe ESSA.

The following definitions irB4 CFR8 200.81 remain unchanged; therefore, SEAs and their recruiters
must continue to use them:
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9 Agricultural workmeans the production or initial processing of crops, dairygructs, poultry,
or livestock, as well as the cultivation or harvesting of trees. It consists of work performed for
wages or personal subsistence.

9 Fishing workmeans the catching or initial processing of fish or shellfish or the raising or
harvesting of fsh or shellfish or the raising or harvesting of fish or shellfish at fish farms. It
consists of work performed for wages or personal subsistence.

The statute uses the phrase o0employment i né

oempl oy memitn gdishiray gmiplegyment Bor the most part, those terms are the

same asthetermsdef i ned in regul ations as ®@agricultura
1 The statutory definitonobmi gr at ory agricul tural workerd ment

processing of raw agricultur al pr oddescribed. 6 Thi

in the regulatory definitiono® a g r i ¢ u |, téuarmaktisuehwas thdinitial processing of

trees, whichwoul d now qualify because trees are a
Il, F15).Personal subsistencameans that the worker and the worker's family, as a matter of
economic necessity, consume, as a substantial portion of their food ikt the crops, dairy
products, or livestock they produce or the fish they catcf84 CFR§ 200.81(m)]

1 Qualifying workmeans temporary employment or seasonal employment in agricultural work
or fishing work.[34 CFRS 200.81(n)]

1 Seasonal employmehmeans emgoyment that occurs only during a certain period of the
year because of the cycles of nature and that, by its nature, may not be continuous or carried
on throughout the year[34 CFR§ 200.81(0)]

1 Temporary employmenmeans employment that lasts for a liméd period of time, usually a
few months, but no longer than 12 months. It typically includes employment where the
employer states that the worker was hired for a limited time frame; the worker states that the
worker does not intend to remain in that emplagent indefinitely; or the SEA has determined
on some other reasonable basis that the employment is temporar@4][ CFR§ 200.81(p)]

MEP GuidanceChapter Il: Child Eligibility the OME 6 s Gu i d apdates in QM Rt@reflect
the changes madebythe ESSAprovides whatthe OMEconsiders to be thebest way to interpret and
implement the MEP eligibilityequirements. In addition to presenting MEBefinitions and conditions
in an easytoread questionand-answer format, theNRGalso providesexamples of how to comply
with the law It is intended to be the place where state and local MEP personnel can read about the
MEP statute and regulations in adimat that is applicable to everyday situations. Every recruiter
should studyChapter I11:Child Eligibilityin the NRG The ecruiter shouldalso follow the mlicies
provided in the NRGnless they have clear written approval frorState MEPofficials stating

otherwise

State Requirements. States may provide their own interpretation of MEP eligibility
requirementsprovided that the State interpretations are reasonable and comport with thiederal
statutes and regulations The recruiter should find out if the state has any specifMEP
requirements
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Child EligibilityChecklist. The Child Eligibility Gecklist (see Figure4 of this chapter) is designed as a

tool to guide t he rthecchildaligibdity determindtionmocessiThe chebkiiso u g h

is organized by four factorsall of which must be satisfied in order to consider a child eligible for the

MEPR Recruiters shouldconsiderthese factorswhen reviewingachild and f ami |l yds situat

The next several paragraphs describe the factors within the Child Eligibility Checklist (Fig 4).
Recruiters are encouraged toeview and understand this information before using the tho

Factor 1: de@hminésd tBeschildig within the age range of eligibility (not yet 22 years of
age at the time of the interview)Factor 1 is checked if the child is within the age range of eligibility.

Factor 2: Chil do satusSletdrmires if the ohitdpsknditied t@anfreeSpublic

education (through grade 12)according to state law (i.e., has not graduated from high school or
obtained a HSEDYr the child is not yet at a grade level at which the school district provides adre
public education. The recruiter should find out which childreare entitledto a free public education
in his or her state. I f the recruiter &dsbeyoncht e doe
a particular age(e.g.,over age 19, the reauiter should modify the checklist to reflectip to the age

in which the child is entitled to a free public educationf a question arises (e.g., the childas a
secondary schoobtlegree issued by another country or has received a certificate of completion in lieu
of a diploma), the recruiter should find out from state officials whether the child is entitled to
continue to pursue a high school diploma in that statel-actor 2 is clecked if, after considering this
information, the child is entitled to a free public educatiofthrough grade 12)according to state law

or the child is not yet at a grade level at which the school district provides a figgblic education.

Factor3a:Chl d8s Qual anfiRagton3p : M&Ché | dds Qualifying Move Re
Agricultural Worker a Migratory Fisherfocus on the qualifying move of the childrhe child must
meet the conditions in both 3a and 3b.

9 Factor3ais checked ifthe child has made a qualifying move the 36 months preceding the
date of the interview. If this is not the case, then the child would not qualify for MEP services
even if the parent, guardian, or spousis a migratory agricultural worker or migratorysher.

1 Factor3bischeckedi f t he c¢ hi d&sa@ tigratoryoagrieulturabveorker or migratory
fisher, or with,to join, or to precede a parent, guardian, or spouse whoasnigratory
agricultural worker or migratory fisherThis information iscritical because the datethat the
child and the workercomplete the move and are togetheestablishesthe QADfor when MEP
eligibility begins.

Factor4a : Mi gratory Agricultural Wor k eandFactoodb: Mi gr at or
Qualifying Work for he Migratory Agricultural Worker oMigratory Fisherdetermine ifthe parent,

guardian, spouse, or child (if the child is the worketfi}s the definition of migratory agricultural

worker or migratory fisher.

In orderto establish an individual as anigratory agricultural worker or migratory fishethe individual
must meet the conditions in bothda and 4b.
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1 Factor4ais checkedif the individual made a qualifying move within 36 months
precedingthe date of the interview.

9 Factor4b is checkedif, within 36 months preceding the date of the interviewthe
individual engaged innew qualifying worksoon after the qualifying moveor, if he or she
did not engage in new qualifying work soon after the move, he or shgively sought new
qualifying work andhas a recent history of moves for qualifying workactor4b is
checkedif the work is seasonal, temporary, or for personal subsistence aiidhe workis
agricultural or fishing.

If the individual does not meet the conditions irboth Factors 4a and 4b, then they do not meet the
definition of a migratory agricultural worker or migratory fisher

However,  the recruiter is unclear aboutwvhether the child or worker has met one or more of the

criteria, the recruiter must resolve the issue by (1) collectinghg additional information that is

needed to make a determination, and (2) following th&tate6 s pr ocedur e for resol vi
guestions (e.g.,consulting with a supervisoor asking the SEAo make a determination)oefore the

child can be considered eligible for the program

The Sample Interview Scrigdiscussed inChapter 6and provided inAppendix VI)land the Child
EligibilityChecklistwill assist recruiters inmaking adequate and accurate eligibility determinations

When the recruiter has (1) learned the eligibilitgriteria contained in theMEP statute regulations
and NRG (2) learned all applicable state laws, regulations and policigand (3) practiced making
eligibility determinatons under supervision and/or with others in a team approach, the recruiter
should be ready to make most preliminary eligibility determinations without hels discussed
previously, the recruiter is encouraged to talk with the supervisany time he or she is uncertain
whether a particular childor youthqualifies for the MEP
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Figure 4. Child Eligibility Checklist
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CHILD ELIGIBILITY CHECKLIST FOR THE MIGRANT EDUCATION PROGRAM
This checklist is intended to be a tool to determine if a child meets the basic eligibility factors of the MEP.

does not take into account all information necessary to complete a COE andwoent eligibility for the MEP.

FACTOR 1: CHI LDG3S AGE

A The child is younger than 22 years old on the date of the interview.

FACTOR 2: CHILD3dS SCHOOL

COMPLETI ON STATUS

A The childis entitled to a free public education through grade 12 under state lanOR
A The child is not yet at a grade level at which the school district provides a fraeblic education.

FACTOBa: CHI LD®6S QUALI FYI N

FACTORb: CHI LD8S QUALI FYI
THE MIGRATORY AGRICULTURAL WORKER OR
MIGRATORKISHER

The child moved within the 36 monthgrecedingthe
date of the interview

A due to economic necessityAND

A from one residence to another residenceAND

A from one school district to anotherA

AThe childés QUALI FYI NG
as a migratow agricultural worker or migratory
fisher, or was made with, to join or to precede a
parent, guardian, or spouse who is a migratory
agricultural worker or a migratory fisher (as
determined in Factors 4a and 4b).

FACTORa: MI GRATORY AGRI CUL
OR MI GRATORY FI SHER®S QU

FACTORDb: QUALIFYING WORK FOR THE MIGRAT
AGRICULTURAL WORKERVOBRATORKISHER

The parent/guardian/spouse or child (if the childs the
worker) moved within the 36 monthgrecedingthe
date of the interview

A due to economic necessityAND
A from one residence to another residencéAND
A from one school district to anotherA

After the QUALIFYING MOVE in Fadtaythe
parent/guardian/spouse or child (if the child is the
worker)
A engaged in new QUAEYING WWRK (QW) soon
after the move,OR
A did NOTengage in new QW soon after the move,
but he or she
A actively sought new QWAND
A has a recent history of moves for QW.
AND
The work is
A seasonal employmentOR
A temporary employmentOR
A for personalsubsistence
AND
The work is
A agricultural OR
A fishing.

* The recruiter should find out which older children are entitled to a free public educati@hrough grade 12)in his or her state If a question arises (e.qg.,
the child has a secondary schoatlegree issued by another country or has received a certificate of completion in lieu of a diploma), the recruiter shoulg
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find out from state officials whether the child is entitled to continue to pursue a hightsml diploma in that state. See the Migrant Education Program
NonRegulatory Guidance, Chapter Il, Section A for additional information.

A In a state that is comprised of a single scho o lthinguclsdistridt ar tesides irhaechao
district of more than 15,000 square miles and migrates a distance of 20 miles or more to a temporary residence.

Comprehensive Eligibility Training

TheNational ID&R Manuals a resource developed to assist SEAs with IB&ystems

implementation, as well as, provide a thorough understanding MIEP statute and regulationsWhile
components of this manual discuss the necessary criteria for determining MEP eligibility, this mainu
is not intended to train recruiters on the many nuances of eligibility decisions; for that purpose, OME
has developed theNational ID&R CurriculumSEAs are responsible for providing all recruitment staff
with comprehensive trainingThis can be accomgghed byusingthe National ID&R Curriculunor a
similar SEA developed curriculum.

Making Eligibility Decisions

In order to makeadequate andaccurate decisions regarding eligibilitythe recruiter must gather as
much relevant information as possibleAdditional information or documentation the recruiter may
wish to collect and/or review to supporthe determination includes

1 notes from the eligibilityinterview, including the famiyp s wor k hi st ory

1 schooldata (e.g.,names and enrollment recorddrom schools attended in the past)

1 employment data €.g.,employmentrecords, pay stubs, job applications, names of past
employers)

9 crop data €.g.,approximate dates of temporarpr seasonalcrop activities, qualifying local
production, and processin@ctivities);

migratorychild database records such asthe MSIX or an independent state database
family documents €.g.,birth certificates, health immunization records)

names of other families with whom th family has worked or traveled

=A =4 =4 =4

information from the recruitment networkhat helped the recruiter to identify the worker or
family (e.g.,written and verbal referrds from communityagencies, schoopersonnel,
employers);

1 recruiter observations includingwhether what the recruiter observes is consistent with the
information the interviewee providesand

9 other relevant documentation.

The recruiter should remember that recordom other states, including copies of COEs, may help
inform eligibilitydeterminations Howeve, each Statemust make its own eligibility decisions
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because each State is responsible fagnsuring the eligibility of each chilihcluded in its annual child
count.

The recruiter should use his or her analyti¢ skills and all availableresources poth material and
people) to make a preliminary determination as to whether each chitteets the definition of a
migratory child To make that decision the recruiter should review the information gathered at the
interview, along with any other sources of informatiorThe recruiter should also consider
contradictory information fromother sources or from observations that lead the recruiter to doubt or
guestion the intervieve e 8 s r e s p 0 n s e e¢ordsthatadt notarmtchsintehvievo |
information. For example, there may be a case where school records show the child in attendance
every day in September, but the parersays they moved out of statefor two weeks in September to
pick apples. The school records might indicate that the child did not move with the parents

Timing of moves for both the child and the worker is a critical consideration. Tdield and the worker
must have made a qualifying move within the preceding 36 montlo$ the interview Howeverthe

child and the worker do not necessarily need to have made qualifying moves at the same time for
the child to be eligible for the MEP. While the majority of cases, the child moves with the worker (if
the child is not the worker), in cases where the child and worker move at separate times, developing
a timeline will assist in determining that both the child and the worker have made qualifyimoves
within 36 months of the interviewand in identifying the QAD for the child. In addition, the recruiter
should record the date on the timeline when the worker was last engaged in qualifying work or when
the worker engaged in new qualifying work irrader to determine if the worker meets the definition of
migratory agricultural worker or migratory fisher.

Following are key dates to consider for eligibility:
1 making a qualifying moven the 36 months preceding the date of the intervieWNRG, Ch. Il,
Al)
T engaging in work oO0soon aChtllegdl0)t he movedé (60 day

9 recent history of moves (no longer than 36 months preceding the date of the interview) (NRG,
Ch. II, C16)

1 theperiodoftimet hat separates the workerds qualifying
to join a worker or vice vers&l2 months) (NRG, Ch. Il, E4)

T the time period for when employment iss)yconsi de
(NRG, Ch. ll, G3 and G5)

1 the date the State approves the COE in relation to the date the Migratory Agricultural Worker/
Fisher status expires
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Determining Eligibilityin Difficult Cases

At times, the recruiter may face situations that are beyond his or her knowledge or level of authority
In this situation, it is imperative for the recruiter to take detailed notes during the interview because
this will allow the recruier to effectively research any lingering questions at a later timendrecruiter
should check to see if the question has been answered in the stdtes | nfat&ridls €.g.,the State
ID&RManual or state policy letters) or in theNRG If the recruitercannotfind the answer in any of

the written materials, the recruitershould talk with knowledgeable peers in his or her state to see if
any of them have encountered a similar situation, and if so, hatwas resolved (eligibility policies
may differ from state to state, so the recruiter should either ask other recruiters within his or her own
state or confirm responses from other states with the state ID&R coordinatoFinally, the recruiter

will also want to consult with a supervisoiTo help the supervisor understand the scenario, the
recruiter shouldclearly present all of the relevant factsAs a general rule, the individual whasks an
eligibility question should provide as much applicable background information as possible, including
information on each eligibility factor foundn the Child Eligibity Checklist The recruiter should also

tell the supervisor whether he or she thinks the childr youthis eligible and explairthe rationale.

Ther ecr ui t er pwvho wslltrytceanswertBeligibility question, should make sure he or she
understands all of the relevant facts, asking for additional information when needednce the
supervisor has a cleaunderstanding of tke issue, the supervisor should

1. check to see if the question is answered in th8tate ID&Rmaterials €.g.,the Stated BD&R
Manual, state policy letters) or in theNRG and

2. determine if there is a precedent (by contactinthe next person in the established process
for resolving eligibility questions

If there is a clearanswer, the supervisoshould provide that answer to the recruitedf not, the
supervisor should move the question throughthet at eds of fi ci al process
guestions. Figure Sshows how a question from a recruitemovesthroughthe chain of command

within the MEPand how the answer moves back to the recruitelf the supervisor doesot know the
answer to a question, the question would be referred to the next personiimg, generally the state

ID&R Coordinator, who will perform the same analysis that the local supervisor conducted.

f

or
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Figure5. Eligibility Question Chain of Command

81

Answer Issued to All ID&R Staff at Once

A Answer Answer Answer
e s s nnnnnns . e ssnnnnnnns
Recruiter Immed|§te state OME
Supervisor Director
Question’ Question’ Question,

If the state ID&RCoordinator cannotanswer the question and the outcome will affect the eligibilitf
a significant number of childrerwithin the state, theMEPState Director should send the question to
the assignedOMEprogram officer
(https://www.ed.gov/about/offices/list/oese/ome/aboutus.html#contact ).

Any question that is sent tahe OMEshould include the following information:

the question

all of the facts that are relevant to the question

the approximate number of children whose eligibilityill be affected by the determination
of the question

theStateb s anal ysis

why the Statebelievesthe question does not have a clear answer

= =4 =4 4 4 =4

the response {.e., ruling) that the statebelieves is appropriate based oiits analysis

In cases where the outcome will affect theligibility of only a few children, the states encouraged to

make a decision on its own that is consistent with thetatute and regulations In cases where the

eligibility of a large number of childne will be affected, states are encouraged to refer their

guestions to OMERegardless of who provides the answer, the recruiter should know there is

supportfor answering difficult eligibility questionsThe recruiter is encouraged to ask questions any

time he or she is unsure whether a particular chilqualifies for the MEPAs gLestions are answered,

thestateb s process f or r es o lsvallowdor tieelresppnsdto Belisteminatgdi e st i 0 n ¢
to all LOAsacross the state.Not only is thisrequired by regulation, it is a good professional

development opportunity, and it is likely that if one recruiter encounters this question, others will

as well.


https://www.ed.gov/about/offices/list/oese/ome/aboutus.html#contact
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The specific process for answering eligibiliyuestions will vary somewhat from staté state

depending on the size of the program and the recruitment model that the state usé®r example,

the O0i mmedi &t angu p & e vidosdihaorbte mad& R e the same person
empl oy 0st at e Msodargerrstate andilocghmgrasns may refer eligibility quesns to
experiencedrecruiters or to regional ID&R @rdinators prior to réerring them to the state ID&R

Coordinator. In some small states the statdMEP Drector may al® serve as the state ID&R

Coordinator. In every caseall MEPpersonnel share the responsibility of ensuring that only eligible

children are enrolled in the MEP.

The Recruiterodos |l nstinct

Some experienced recruiters have geidterviewtbtel onl y t
if a childis eligiblefor the MER @an a recruiter truly develop an instinair intuition for who is

eligible and who is notver time, most workers develop aesise about their jobs, and the recruiter

is no different. Thus, here are specific situations and places in which the new recruiter may begin to

make educated guessesFor example, in manyegionsof receiving statesmigratoryfamilies tend to

live in paticular housing units within the communitye.g.,apartments in farming communities that

offer shortterm leases) Also, @rtain farms are more likely to emplohighly mobile labor The

recruiter can gather clues about eligibilitfrom the waypeople answer questions or from visual

clues.

However, while instincbr educated guesses based on experience can help the recruiter focus on the
childrenwho are the most likely to be eligible fahe MER there is no substitute for askinghe

necessary questions to determinéf a child meets the criteria in the ChildEligibilityChecklist The

new recruiter could use intuition as a guide on the most productive places to recruit, as well as when

to probemore deeply look for more evidence, find another source, or ask a question a second time

However, when making preliminaryeligibility determination, the decision must be based on facts

and evidence, fedingsés ibmepchbagingaen dégusi on omaymogut feel.
result in makingan adequate and accuratedetermination.

Lessons Learned: Eligibility

Whenmaking preliminary digibility determinations, there are several areas where problentan
arise. Recruiters should watch out for these problem areas

Warning Signs.At the time of an interviewthere may be certain warning signer red flagsto alert

the recruiter that a childor youthmay not be eligiblefor the MER The recruiter slould note that the
presence of these red flags would not automatically disqualify a child from being eligible for the MEP
but instead indicate that the recruiter needs to ask additional questiongather supporting
documentation,and after concluding the mterview, perhaps discuss the situation with othersefore
making a preliminary eligibility decision. In these situations, the recruiter should not indicate to the
family that they are eligible; rather, the recruiter should indicate that there is some infmation that
needs to be checked before making a preliminary determination.

Listed below are a few examples of warning signs that should prompt the recruitedig deeper
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1 first agricultural or fishingmove (i.e. the family has not performed agricultural or fishing work
before)

1 households where some members are employed in occupations that are not related to
agriculture or fishing

1 non-entrydevel occupations, especially for the nequalifying work(i.e.,the worker or other
family members have positions that are not entdevel or positions that require trainingpr
higher educatior)

1 new farm or industry with possibly new qualifying activities

1 moves of shot duration or short distancebecausethese types of moves might nainvolve an
actual change of residence

1 travel associated with vacations, familgvents, holidays or other nomvork reasons

9 qualifying work occurrindate in the season afteragricultural or fishingjobs have ended

Quiality Control. An SEA is required under MEP regulations to implemergystem of quality control in

order to promoteadequate andaccurate migratory child eligibility determinationsn the event that

the recruiter misses warning signsr errs in some other way in making preliminary eligibility

determinations, a quality controbystemmust be in placefor finding errors. The recruiter should

know the basics of quality control and the federand state requirementsfor ensuring the quality of

child eligibility determinations The recruiter should also be awaredfi s or her rol e in t|
guality control plan and assist in developing state and locplans. Understandingthe benefit of

having an effective quality control system and the consequences of having an ineffective system are
essentialtot he recruiterds understanding of quality con

34 CFR§ 200.89 (d) require an SEA to establish and implement a quality control system with the
following minimum components:

i training to ensure that recruiters know the requirements for adequately and acately
determining and documenting child eligibility under the MEP

i training to ensure that all other staff involved in determining eligibility and in conducting
quality control procedures know the requirements for adequately and accurately determining
and documenting child eligibility under the MEP

T reviewing and evaluating an individual recruite
9 supervising recruiters

1 implementing a process to resolve eligibililguestions raised by recruiters and supervisors,
and to communicateesponses to questions to all LOAs

1 examining each COE to verify that the written documentation is sufficient and supports the
recruiterds preliminary defor¢MERsemiced i on t hat t he

1 confirming eligibilitydeterminations were made properly by conducting annual prospective
re-interviewing
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1 documenting that the quality controbystem was implemented and maintaining a record of
actions taken to improve the systemvhere periodic reviews and evaluations indicate a need
to do so

1 implementinga process for implementing corrective action if the SEA finds COEs that do not
sufficiently document a child's eligibility for the MEP, or response to internalstate audit
findings and recommendations, or monitoring or audit findings of the Secretary

An established plan for quality contras designed tohelp both the SEA andhe recruiter learn from
mistakes andimprove childeligibility determinations Quality control can also help identify
falsification in determining eligibility.

Falsification. If the recruiter conducts thorough interiews and collects supporting documentation
where needed, making preliminary eligibilitgeterminationgiincluding the process of resolving
difficult casedfishould be fairly straightforwardHowever, serious problms arise when the recruiter
intentionally falsifies information on a CQHhere are a number of reasons why the recruiterigit
falsify eligibility documentationincluding the following:

1 Even though the recruiter knowshe child does not qualifyfor the MER the child or family
really needs or deservegxtra help.

9 The recruiter does not believe that the government makes the best use offitmds; the
recruiter believes it is better to spend this money helping children in neaggardless of their
eligibility for the MEP

1 The recruiter gains status or importance in theigratory community by having the authority
to decide which families are eligiblend which are not

T The recruiter feel s tomigratorychildeen mmakdshisanterjohor e o el i
more secue.

Although the recruiter may try to justify falsifying a CQdaowingly falsifying information on a COE is

a crime that is punishable by fines and/or imprisonment If a recruiter falsifies a COE to make an
ineligible child or youthappear eligible, the consequences can be dire for the state, loddEP, and
recruiter. States are liable for money spent on ineligible children, local programs can lose MEP
funding, and MEP staff (including recruiters) can face prosecution. Falsifying information undermines
both the fiscal and programmatic integrity of the MEP

However, mistakes are not crimes, so the honest recruiter need not wottys the job of everyone in

the MEPto find and correct mistakes as soon as possiblé-or this reason data entry specialists,

supervisors, statelD&Rstaff, and/or independent auditors may check COEs regularBtates are

encouraged to implement a rigorous quality contrelystem Annually, states must condct

prospective reinterviewing. This process requires individuals te-interviewor re-verify the eligibility

of a random sample otchild eligibility determinations. Usually, this process is carried out by someone

who is employed by the MEP but not associated with the original eligibility determination. Every third
year,states must have an independent rénterviewer (someone external to the local and state MEP)

carry out this processThisensuresthegal ity of the recruitment system
work. This system helps the honest recruiter get bettdry finding, correcting, and learninfrom
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mistakes. Implementing quality control plans helps to ensure that the statewide ratment system
is consistently making valid eligibility determinations. (For more on falsificati@ee Chapter 5).

Report Fraud or MisconductThe r ecr ui t er s houl gbliciesadrépatfrauddors or he
misconduct. If the recruiter feels pressured by a supervisor colleague to enroll a childvho does

not appear to beeligibleforthe MEPor t o i ncr ease t lofedenpfiecdbchildreanth®s n u mb e
recruiter should

1 make it clear that the recruiter is not comfortable with what is being asked

1 write down what happened with as much detail as possible (if others witnessed what
happened, have them write down what they observed as weldnhd

1 report what happened to the appropriate person (if the supervisisrthe person who is
applying the pressure, the recruiter should report the problem to someone at a highexrdle
within the MEB.

The recruiter should not do things that he or she believes are wrong and should follow up on any

concerns until they have been properlgddressed. Furthermore, if the recruiter suspects &

another recruiter is enrolling childrenn the MEP who arenot eligible, the recruiter is obligated to

report that as wel/l. It is everyoneds job to pres
confidenceint he programds efforts to find andvERPer ve el i |
does not address the recruiterds conheprogmn t he r ec
officer at OME Current contact information for the OME is available on B33 we bsi t e

Anyone suspecting fraud, waster abuse involving EDunds or programsis advised tocall or write

to the Office of the Inspector General (OIG) Hotline. The OIG keetigse complaints confidential; it

wi || not release the recruiterds name, address, o
contacted using any of the following methods:

I CalltheOlGHot | i n e d smbér @-800-MISUSER. The Hotline's operating hours are
from 9:00 a.m. until 4:00 p.m. Eastern Time, Monday through Friday, except for holidays.

1 Send anemail message tooig.hotline@ed.gav

1 Complete and submit arelectronic complaint form
(https://www?2.ed.gov/about/offices/list/oig/hotline.html ).

9 To ensure complete annymity, download eard copy of the complaint form
(https://www?2.ed.gov/about/offices/list/ocr/complaintform.pdf ), complete, and mail to:
Inspector General's Hotline; Office dhspector General; U.S. Department of Education
400 Maryland Avenue, SW; Washington, D.C. 2020310.

Fraud is a crime; intentional falsificatiorshould be taken seriously by everyone and should be
reported immediately


mailto:oig.hotline@ed.gov
https://www2.ed.gov/about/offices/list/oig/hotline.html
https://www2.ed.gov/about/offices/list/ocr/complaintform.pdf
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Conclusion

One of themost important pars of the recruitment system is making correct eligibility
determinations. By gathering all of the information neededtmake a determination and carefully
applying the rulesof eligibility, the recruiter should have everything needed to make audequate
and accurate preliminary determinationEvery MERuccess story begins wit a recruiter who made
an adequate andaccurate preliminary eligibility determinationEverymigratorychild who improves in
reading, everymigratorymother who learns how to better prepare her child for kindergarten, and
everymigratoryteenager who graduates from high schodlegan with a recruiter who found and
correctly identifiedhim or her.

The next chapte will explain how to complete COE
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Chapter8. Completing the Certificate ofEligibility

Chapter 8 Learning Objectives

The recruiter will learn

1 how to follow the principles of proper records management;

1 the importance of reviewing all of the information that he or she is required to collg
in order to complete a COE meeting both the national and state requirements;

i situations in which he or she will need to include a written explanation in the
Comments section of the COE;

1 the importance of confirmingwitthi s or her supervisor
for reviewing and storing completed COEs; and

1T the i mportance of finding out his or
securely store copies of COEs.

Documenting Eligibility

The r e dabisnotoempiete until the eligibilitydetermination has been
documented

The recruiter should now know how to find migiay workers and families and understand the rules

and regulationsregarding eligibility In particular, the recruiter shouldknow how to askbasic

eligibility questions and conduct interviews, and then be able to make preliminary eligibility
determinatonsThe next step in the processonihenatioma doc umen:
Certificate of Eligibility COE form.

States are required to use theCOBemplate issued by ED(34 CFR §200.89(c)). The form and
accompanying instructions establish the minimum requirements the SEA must meet to document its
eligibility determinations under the MEPStates may add requirements in addition to the minimum
requirements established byhe National COEbut they may not remove any of the minimum
requirements The COE is comprised of three parts:

1 Required data elements which states can organize according to state preference and need

1 Required data sectionswhich states can place accordingp state preference and need, but
must be mantained in whole and unaltered
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9 State required/requested information, where space is availablefor states touse if they
chooseto collect other data (ED, 2017, National COE Instructions)

The instructions for completing a COE in this chapter are based on tiaional COE formThis
chapter outlines allrequired data elementsin addition to offering instruction for the most common
state required information.The chapter noteswhen data elements are not federally required.

The Purpose ofa COE

You should be able to read a CAkke a storybook that tells the story of a
migratory family.

The SEAs ultimately responsible for documenting every migiay childd s e | forghie BIEPioh t y
the national COE form. The COE serves as the official record of why the recruiter and stalieve

the child is eligible forthe MEPBecause t he COE establishes the
eligibility, it is crucial that the information on the COE la@lequate,accurate, and reliable As such it

is important that the COE be properly reviewed, filed, secur@ahd maintained so it is available for
review at any time

The recruiter obtains the information needed to complete the C®# conducting a persnal

interview witha migratory worker or crediblefamily memberand collects supporting documentation,
where needed As stated in previous chapters, states may require recruiters to complete other forms
to provide additional informationon why the child is eligible or to gather additional information
needed by the state €.g.,parental permission for the child to participate on field trips

supplemental interview form. The recruiter should only enter data on a COE if the recruiter finds the
source to be credible and believable since the COE serves as the primary record of eligititign an
auditor or reviewer checks the child s ibdity. iStgtes often use the information from the COE to
determine the number of migréory children who live in the stateesach year and to compile
demographic information about these migitary children. States are required to complete a COE
before the MEPprovides services to a childFor these reasons, the COE is the most important
document generated by the MERand it is vital that itis completed adequately andiccurately.

basi



Migrant Education Program National ID&R Manual | Chapter 8

Required Data Elements

Family Data

Parent/Guardianl Last Name
Parent/Guardianl First Name
Parent/Guardian2 Last Name
Parent/Guardian2 First Name
Current Address

City

State

Zip

Telephone

89

Child Data

Residency Date

Last name 1

Last name 2

Suffix

First name

Middle name

Sex

Birth Date

Multiple Birth Flag (or MB)

Birth Date Verification Code (or Code)
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Required Data Sections

Qualifying Moves & Work Section
1. The child(ren) listedn this formmoveddue to economic necessitpm a residence in School district _/
City / State [/ Country to a residence in School district_ / City / State
2. The child(ren) move(complete both a. and b.)
a.A astheworker,OR A with the workerOR A to join or precedehe worker. ;
b. The worker First Name and Last Name of Worker __, iS A thechildo r t h eA parenitguadd@sA spouse.
i (Complete if fAito join or precedwodwvis checked in
The worker moved omwv/oo/vy _. (provide comment)
3. The Qualifying Arrival Date was MM/DD/YY
4. The worker moved due to economic necessity on __ MM/DD/YY , from a residence igchool District/
___City/ State/  Country to a residence in School District/  City/ State , and:
a.A engaged imew qualifying work soon after the move (provide comment if worker engaged more than 60
days after the move), OR
b.A actively sought new qualifying worlAND has a recent history of moves for qualifying work (provide
comment)
5. The qualifying work,* describe agricultural or fishing work was (make a selection in both a. and b.):
a.A seasonal OR A temporary employment
b.A agricultural OR A fishing work
* |If applicable, check:
A personal subsistence (provide commer
6 . (Complete i f Atemporaryo i s checked in #5a) |The w
aAworkerds statement (provide comment), OR
bbAempl oyerds statement (provide comment), OR
c.A Stae documentation for Employer
Comment SectionMust include 2bi, 4a, 4b, 5, 6a and 6b of the Qualifying Move & Work Section, if applicable)
Interviewee Signature Section
| understand the purpose of this form is to help the State determine if the child(ren)/youth listed on this form|is/are
eligible for the Title I, Part C Migrant Education Program. To the best of my knowledge, all of the information |
provided to the inteieweristrue] Thi s section must include fields || abel
child(ren),d and fADateo. ]
Eligibility Certification Section
| certify that based on the information provided to me, which in all relevant aspects is reflected above, | am satisfied
that these children are migratory children as defined in 20 U.S.C. 6399 and implementing regulations, and thus
eligible as such for MEBervices. | hereby certify that, to the best of my knowledge, the information is true,
reliable, and valid and | understand that any false statement provided herein that | have made is subject to fine or
imprisonment pursuantto 18 U.S.C. 10plhesect on must include fields | abel ed
iSignature of Designated SEA Reviewer, 0 and ADatleo fo
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NATIONAL CERTIFICATE OF ELIGIBILITY

.
Parent/Guardian 1:

FAMILY DATA

91

Parent/Guardian 2:

Current Address:

City

Il. CHILD DATA

Last Name 1 Last Name 2 Suffix First Name

State Zip Telephone

Middle Name Sex | BirthDate | MB | Code Residency

Date

Ill. QUALIFYING MOVES & WORK

1.

2.

w

I

o

o

. Thequdifying work,*

The child(ren) listed on this form moved dueto econonic necessity from aresidence in
state  / County to aresidencein schooldistrict /  City /  State

Schooldistrict  /  City /

The child(ren) moved (complete both a and b.):
a A astheworker, OR A with theworker, OR A to join or precedethe worker.

b. Theworker,  First Name and Last Name of Worker IS A thechild or hechild 6/ paemlguadianA spouse.

i. (Completeif tofbin or preceded is checked in 2a) The child(ren) moved on__ mwop/vy . Theworker moved
on wvw/DD/YY . (provide comment)
. The Qudifying Arrival Datewas  MmM/DD/YY
. Theworker moved dueto economic necessity on  Mm/DD/YY from aresidencein  school district City  / _ Sate

, and:
aA engaged in new qudifying work soon dter themove (provide comment if worker engaged morethan 60 dys
after the move); OR

b. A actively soughtnew qudifying work, AND has arecent history of moves for qudifying work (provide comment)

| County to aresidencein  school district  / City Sate

describe agricultura or fishing work
a A seasond OR A temporary employment
b. A agriculturd OR A fishing work

,was (make aselection in boh a and b.):

*If applicable, check:
A persond subsstence (provide comment)

- (Conpleteif terfiporar yigchecked in #5a) The work was determined to betemporary employment based on:

a_e worker Gtstement (provide comment), OR
b.~A employer Gstatement (provide comment), OR

c. A State doaumentation for Employer

National COE Template

IV. COMMENTS (Must include2bi, 4a, 4b, 5, 6aand 6b of the Qualifying Moves & Work Section, if
applicable.)

V.INTERVIEWEE SIGNATURE

| undestand the purpo of this formis to hdp the State determineif the child(ren)/youth listed on this
form ig/are digible for the Title |, Part C, Migrant Education Frogram. To the best of my knowledge, dl
of theinformation | provided to theinterviewer istrue

Signdure Réationship to the child(ren) Date

VI. ELIGIBILITY DATA CERTIFICATION

| certify that based on heinformation provided to me, which in dl relevant aspects is refl ected ebove | am
satisfied that these children ae migratory children as defined in 20 US.C. 6399and implementing
regulations and thuseligible as such for MEP services. | heeby certify that, to the best of my knowledge
theinformation istrue, reliable, and vdid and | undestand tha any false statement provided heein that |
have madeis subject to fine or imprisonment purauant to 18 US.C. 1001.

Signaure of Interviewer Date

Signaure of Designaed SEA Reviewer e
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Instructions for the National COE

TheNational COE template and corresponding instructions are availaloe the RESULTS website
For convenience, the instructions aralso provided, in full, in this chapter of théNational ID&R
Manual.

General Instructions

1 A COE must be completed evetiyne a child makes a new qualifying movéhat would renew
the childds el.igibility for the MEP

1 All attempts should be made to complete all data elements and sections of the COE. In cases
where a response may not be required or does not apply, flexibiligstbeen built into the
instructions. In these cases, the recruiter must writeadash( or O N/ A6 i n the ap
blank. All other information must be provided.

T With the exception of bOdedionpfGhe mdtrucioysiasképr Move and
additional information in the Comments section and the state has required this information
as a state data element, the recruiter doesot need to provide the information again in the
Comments section. For example, the instructionecommendthat recruiters record the first
and | ast names of /gudrdian(s) inthé Cbdrments sedian lif different e n t
from the current parentguardian(s). However, if the state includes data elements for legal
parent information, the recruiter would not have to meat this information in the Comments
section.

9 If the recruiter completes a COE for a family, the recruiter must fill out a separateE_for any
child who has a different qualifying arrival datéQAD)or for any child who has different
eligibility criteria than the rest of the children in the family, such as an OSY who may have
moved as the worker. The QAB the date tat both the child and worker completed moves
to the same school district (listed in #1 of the Qualifying Moves and Work section.) There are
special cases that are descri bed liyilgMoee i nstru
and Wor k Ifgerethan ona CAE is necessary, the recruiter must complete all
sections on each form.

9 The recruiter mustnot include any child who

0 Was born after the qualifying move described on the COE in #1 of the Qualifying
Moves and Work section.

0 Is not eligible toreceive a free public school education through grade 12 under state
law; or

o Did not make the qualifying move described on the COE in #1 of the Qualifying moves
and Work section.
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Completing the Required Data Elements of the COEPart I)

9 Family Data In this section of the COE, the recruiter will record tltentact information for
the child(ren) and name of the child(ren)ods pa

The recruiter may have to pay speciattention to ensure thatthe familp s | ast name i s
accurate. Aparent or guardianmay have different last names or hyphenated names, or the

use of last names may vary by culturer ethnic group. It is important that the recriter

become familiar with the naming customs of the various groups that the loddEPserves

9 Parent/Guardian 1 [Last Name(s), First NameRecord thename of theindividual (if any)

currentlyresponsible for the child(ren)Record thisi ndi vi dual 6s | egal | ast |
and legal first name. If the parent/guardiarhas two last names or a hyphenated last name,
record theindividuab s | ast name(s) as it /dJumdiaad | on etxhisst s .

form and in other sections of these instructions includes a legal guardian other person

who is standing in theplace of the parent {n loco parentig, such as a grandparenor

stepparent withwhom the child livesifthechid( r en) 6 s | egal parent/ guar o
from the current parent/ guardi an, ED recommend
legal parent/guardian in the Comments sectiorlf there is no parenfguardian information

disclosed,or if the child is respmsible for his or her own welfare (e.g., emancipated youth),

write adash () oro N/ A. 6

9 Parent/Guardian 2 [Last Name(s), First NameRecord the hame of thesecond individual(if
any)currentlyresponsible for the childrenRe c or d t h i &gailasthameiod ual 0 s
names) and legal first namelf the parentguardian has two last names or a hyphenated last
name, recordthei ndi vli deal dame(s) as it | eguardiahdy ocemxi st s.
this form and in other sections of these instru@bns includes a legal guardiamr other person
who is standing in the place of the parenin loco parentig, such as a grandparent or
stepparent with whom the child liveslif the childl r en) 6 s | egal parent/ guard
from the curent parent/guardian, ED recommends providinthe name of the children)d s
legal parenfguardian in the Comments sectionlf there is no parent information disclosed,
or if the child is responsible for his or her own welfare, (e.g., emancipated youiljie a
dash(Hor ON/ A. O

1 Current AddressRecord the physical address, including the complete name of the street or
road where the children) currently residesin cases where a formal physical address is not
available, include as much otheidentifying information as possibled.g.,trailer number,
rural route, migrant camp, landmark)lf the physical address is different from the mailing
address,ED recommendsproviding the mailing address in the Comments section of the COE.

9 City. Record the name of the city or town where the chi(den) currently resides.

9 State. Record the postal abbreviation used by the U.S. Postal Service for stete where the
child(ren) currently resides.

1 Zip.Record the five omine-digit zip code where the chilffen) currently residesThe U.S.
Postal Service has an onlingip code directory service
(http://zip4.usps.com/zip4/welcome.jsp).



http://zip4.usps.com/zip4/welcome.jsp
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1 Telephone.Recordthe telephone number, including area code, of the familif no telephone
number is available, write adasif)or O N/ A. O

Child Data. Child data includes the name, sex, birth date, etc. efich child A recruiter should

include all children with the same familand eligibilitydata on the same COEAny child who has
different (1) current f ami ly [ see OFamily Datao aboveéei for add
including a different QABmust be documented on a separate COE

1 Residency DateRecord the date MM/DD/YY) that the children) moved to (i.e., arrived in)
the present schooldistrict. Use the twadigit number that refers to the month and day, and
the last two digits of the yearFor example, May 20, 26, would be written as 05/20/16. If
the child(ren) qualified for the MEP on a move prior the move to the present school
district, the residency date will be later than the QAD the child(ren) moved prior to the
worker s move, the resi de Naeyalthbagh icis passibldtal pr eced
record a residency date that precedes tQAD, a COE cannot be filled out and a child cannot
be enrolled in the MEP until after the child and worker each make a qualifying move.

1 Last name 1 Record the legal last name of each eligiblehild in the family. If the childhas a
multiple or hyphenated last named.g.,RamirezGarcia), record the first part of the name
(i.e.,Ramirez)

1 Last name 2.If the child has a multiple or hyphenated last namee(g.,RamirezGarda),
record the second part of the namei .., Garcia) If the child does not have a multiple or
hyphenated name, writeadash)Yy or ON/ A. 6

1 Suffix Where applicable, recordthechiis gener at i dem.,Ji,®r.JH, B family
Otherwise, writeadashY or ON/ A. 6

91 First name Record the legal first name of each eligiblehild in the family. This is the name
given to the child at birth, baptism, oduring another naming ceremony, or through a legal
name change Do not record nicknames or shortened namese(g.,Ale or Alex for Alejandra).

1 Middle name.Record the legal middle name of each eligibkghild in the family. This is the
secondary name given to the child at birth, baptism, or during another naming ceremony, or
through a legal name changeDo not record nicknames or shortened nameg(g.,Ale or Alex
for Alejandra) If the child does not have a nddle name, writeadash4 or O N/ A. 6

1 Sex Record the child s & Mledo r endaled States may abbreviate these responses as
OMé6 or OFO, respectivel y.

9 Birth Date. Record the month, day and year the child wdmorn. Use the twadigit number that
refers to the month and day, and the last two digits of the yedfor example, September 20,
2003, would be written as 09/20/03 .

1 Multiple Birth Flag (MB)Re c o esh © Y tistaéwinctriplet) ett Write0 No 6 child t he
is not a twin, triplet, etc.) States may abbreviate these respor

9 Birth Date Verification Code (CodelRecord thefour numbersthat correspond to the
evidence used to confirm each childl birth date (see the codes and corresponding evidence
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listed below) States may choose to abbreviate the codes listed below by recording only the
last two digits.

A birth certificate is the best.lfabithdence of th
certificate is not available, the interviewer may use another document to confirm the cibild
birth date, including any of those listed below

1 1003 9 baptismal or church 1 1010 0 previously verified school
certificate; records

9 1004 0o birth certificate; 9 1011 o State-issued ID;

1 1005 9 entry in familyBible; 1 10128dri vero6s 1|ice

1 1006 J hospital certificate; 1 1013 8 immigration document;

1 10070 parentds af fidavi 1 2382 9 life insurance policy; or

I 1008 o passport; 1 9999 o other.

1 10090physiciands ¢
If written evidence is not available, the interviewer may relyonh e i nt everbai e we e 6 s
statement! n such cases, the i(l00t7é&therueberdghat shoul d r ec

corresponds to oOparentds affidavit. o

Completing the Required Data Elements of the COP4rt I1)

Qualifying Move & Work Section.

In this section, record the qualifying move and qualifying work information which the state believes
documents the chil dos Netethayexdeptibns apply fdr moves withistatgs r o g r a m.
comprised of a single school district and school districts of more than 15,000 square mil&ee #1

(immediately below) for how to document these exceptions

Throughout this section, the term oworkerdé refers
is a migratory agricultural worker or migratory f
section refers to the new temporary or seasonal employmt (or personal subsistence) in agriculture

or fishing. The oqualifying movesd documented in
MEReligibility criteria [i.e., #4 documents the move soon after which the worker engaged in

qualifying work ¢r after which he or she actively sought qualifying work), and #1 documents the
child(ren)ds moves as, or with or to join, the wo

1. The child(ren) listed on this form moved due to economic necessity from a residence in
(Schodistrict/City/State/Country) to a residence in (School
District/City/State).
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I from aresidence in (Schobistrict/City/State/Country). This location is the
child(ren)ds | nisihedigtdlygproeto tbefqualifyeng inavee Mote that
the child(ren) might have made subsequent negualifying moves.

i toaresidence in (School District/City/Statéljhis location is where the
child(ren) resided immediagly following the qualifying move as the worker, or with or to
join, the worker. A qualifying move cameverbe madeto a country outside of the United
States. As mentioned previouslyhe child(ren) might have made subse@nt non
qualifying moves.

0 Exception.If the child(ren) migrated a distance of 20 miles or more to a temporary
residence in a school district of more than 15,000 square miles:

A Record the name of the schodlistrict where the children) resided
immediately prior to and immediately following the qualifying move, in order
to identify this move as one that meets the 20 miles criterion.

0 Exception.If the child(ren) moved from a residence in one administrative area to a
residence in another administrative area within a U.S. state that is comprised of a
single school district:

A Record the full legal or commonly used name of the administrative area
where the child(ren) listed resided immediately prior to and immediately
following the qualifying move.

Provide as much of this information in these blanks as available. At a minimum (with the
exception of states comprised of single school districts orlswol districts of more than
15,000 square miles), the statemust be able to document that the child moved from

one school district to anotherand changed residences in the process. In the case of
states comprised of a single school district, the state musie able to document that the
child moved from one administrative area to another and changed residences in the
process. In the case of school districts of more than 15,000 square miles, the state
must be able to document that the child migrated a distancef 20 miles or more and
changed residences in the process.

If the child andworkermovedfromd i f f er ent previ ous residences
residence in response to #1 and record thev o r k e r &esidenre im tberComments
section.

2. The children) moved (complete both a. and b.):

a. A asthe worker, ORA with the worker, OR A to join or precede the worker.
[Mark only one box]

T Mark the box 0 asmoeedasthevwokerdé i f t he child
1 Markthebox owith t he (meombvedwihthe iorkearrhe chi | d

T Mark the box o0to join or(renpmoeed eitHeebefore@ wor ker
after the date theworkermoved | f this box iIis mar ked, al so o

b. The worker, (First and Last Name of Work€pntinued below)




Migrant Education Program National ID&R Manual | Chapter 8 97

1 Record the first and last name of the individual whis a migratory agicultural worker
or migratory fisher(i.e.,t h e ¢ h i pardnf/guagdmh dr spouse, orthe child & if
the worker).

(Continued fAriesmtalowed) | & Aoparent/guardiac Wispodsé r e n) &6 s
[Mark only one box]

1 Mark the box that indicateswvhether the worker is the child othe child(ren)d s
relationship to the worker i¢e., parent/guardian or spouse)

(Compl ete 2bi if Oo0to join or preceded is check

o The child(ren) moved on (MM/DD/YY). The worker moved on
(MM/DD/YY). (provide comment)

A If the worker moved separately from the child(ren), record the date that
the child(ren) moved to the school district listed in #1, and record the
date the worker moved to the school district listed in #1. Also record the
reason for the different move dates, and whether the worker moved from
a different location than the child(ren), in the Comments section.

3. The Qualifying Arrival Date (QAD) was (MM/DD/YY)Record the QAD, usinthe
two-digit numbers that refer to the month and day, and the last two digits of the year. For
example, May 20, 2016, would be written as 05/20/16.

The QADis the date that both the child and worker completed the mowe the school district
listed in #1. The child must have moveds a worker or with or to join a parentguardian or
spousewho is a migratory agricultural worker or migratory fisheXs referenced in#2a, the

child and worker will not always move together, in which case the QAD would be the date the
child joins the worker who haslready moved, or the date when the worker joins the child

who has already moved{ For moj ®i o6 onb o NRG,Ch.d,&E2The QAD is
the date t hat fohtee MEPbegingThe QAEd nbt gffedieid byistbsequent
non-qualifying moes. For more information on determining the QAD, see the chaglow.

Type of QualifyingViove Qualifying Arrival Date (QADBEIigibility Begins

The child. . . The QAD is. . .

. . .movedwith the worker. .. .the date thechild and worker both arrivel in the
district.

. . .movedbefore the worker . . .the date theworker arrived in the district where

moved. the child was residing.

.. .moved to join the workeafter . . .the date thechild arrived to join the worker.

the worker movel.

4. The worker moved due to economic necessity on (MM/DD/YY), from a residence
in (School District/City/State/Country) to a residence in (School
District/City/State), and: [Mark only one of the following boxes: either a or b.]
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a. A engagedin new qualifying work soon after the move (provide comment if worker
engaged in qualifying work more than 60 days after the move), OR

1 Mark this box if theindividual listed as the worker in #2b moved due to economic
necessity from a residence in one saol district to another, and, soon after doing
S0, engaged in new temporary or seasonal employment (or personal subsistence)
in agriculture or fishing.

9 Explain in the Comments section if the worker is determined to be a migratory
agricultural worker or mgratory fisher based on his or her engagement in new
qualifying work more than 60 days after the qualifying move described in #4.

b. A actively sought new qualifying wotkAND has a recent history of moves for
qualifying work (provide comment)

1 Mark this box if theindividual listed as the worker in #2bmoved due to
economic necessityfrom a residence on one school district to another and
actively sought new qualifying work before or after the qualifying move
described in #4, and has a recent hi®ry of moves for qualifying work.

1 Explain in the Comments section how and when the worker actively sought new
gualifying work. For exampldhe individual stated that he or she (or someone
on his or her behalf) applied for qualifying work at a particulagricultural or
fishing job site, or applied at a center that coordinates available qualifying work.

I Explaininthe Commentssct i on t he workero6s recent hi
recruiter could write, owor ker moved fron
Michigan, and planted tomatoes in May 2016, and moved from Decatur,

Michigan to Presque Isle, ME, and picked potatoes in October 2046.

5. The qualifying work*, (describe agricultural or fishing work),

9 Describe agricultural or fising work When describing the specific agricultural or
fishing work the recruiter should use a actionverb (.g.,dpickingd) and a noun
(e.g.,ostrawberrie).l n ot her words, the recruiter st
action (e.g.,opickingd) and the crop livestock, or seafood€.g.,tstrawberries)).
For examplepicking strawberries thinning sugar beets pruning grapes
detasseling corn catching chickens planting oysters walking (weeding)
soybeans and harvesting crabs

was (make a selection in both a. and b.):

a. A seasonalOR A temporary employment (Continued below)

T Mark the box for O0seasonaloccersoplydunngee nt 6 i f
certain period of the year because of the cycles of nature and that, by its nature,
may not be continuous or carried on throughout the yedExamples include
planting, cultivating, pruning, harvesting, and related food processing in
agriculture. Also,planting and harvesting clams and oysters, fishirgduring
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seasonal runs of fish, and related food processing in commercial fishif8# CFR
§ 200.81(0)].

Mark the box for o0tempor ar ystséongdimied/ ment 6 i
period of time, usually a few months, but not longer than 12 monthk typically

includes employment where the worker states that the worker does not intend

to remain in that employment indefinitely, the employer states that the worker

was hired for a limited time frame, or the SEA has determined on some other

reasonable basis thathe employment is temporary.34 CFRE 200.81(p)].

b. A agricultural OR A fishing work.

T

6. (Only

Mar k the box for oagricultur adnorwmitial k6 i f t
processing ofraw agricultural products such agrops, poultry, or livestockdairy

work, as well as the cultivation or harvesting of tree$éction 1309(2) of the

ESEA34 CFR§ 200.81(a)). The work may be performed either for wages or

personal subsistence

Mar k the box for of i s hthemachingorirktid i f t he wc
processing of fish or shellfish or the raising or harvesting of fish or shellfish at

fish farms. [Section 1309(4) of the ESEA34 CFR§ 200.81(c)]. The work may be

performed either for wages or personal subsistence

*If applicable, check:
A personal subsistence (provide comment)

(*) Mark the bbsi foendoepérisbnaétbe worker
family, as a matter of economic necessity, consume, as a substantial portion of

their food intake, the crops, dairy products, or livestock theyqaluce or the fish

t hey [BaCGFR§260.81(m)]. Also provide e&comment in the Comments

section.

compl ete i f OtbagThevork was debermined tacbb terapbrargd i n

employment based on:

a. A workerds statement (provide comment), OR

1

Mark this box if the work was determined to be temporary employntdrased on

a statement by the woedsousepifthetwdrierisnor ker 0 s
unavailable (provide comment)For example, the worker states that he or she

only plans to remain at the job for a few month$rovide explanatoy comments

in Commaents section.

b. A employerds statement (provide comment), O

1

Mark this box if the work was determined to be temporary employment based on
a statement by the employer or documentation obtained from the employ€&or
example, the employestates that he or she hired the worker for a specific time
period (.g.,3 months) or until a specific task is completed and the work is not
one of a series of activities that is typical of permanent employmeiitrovide



Migrant Education Program National ID&R Manual | Chapter 8 100

explanatory comments in Commestsection. Attach supporting documentation
if available.

c. A state documentation for (employer)

1 Mark this boxupon verification thatthe state has current documentation to
support that the work described in #5 is temporary employment for this
particular employer

1 Emplor. Identify the employer, whether it is the name afr code for a farmer, a
grower, a business, or a corporationwhere the workerengaged inqualifying
work.

Comments Section.(Must include 2bi, 4a, 4b, 5, 6a and 6b of theQualifying Moves & Work
Section, if applicable) The &Commens sectiondof the COEallows the recruiter to provide additional

information or details that c | adeterfmigation iberecriéters ons f
should write clear and detailed comments so an independent party who has no prior knowledge of
the eligibility determination can understand the

child(ren) is elgible. At a minimum,the recruiter must provide comments that clearly explain items
2bi, 4a, 4b, 5, 6a, and 6b of the Qualifying Move& Work Section if applicable The Comments
section must be selfcontained and include at a minimumthe required comments, but states may
choose to divide the required comments into subsectionés mentioned previously, these items
include the following scenarioglocumented in the Qualifying Moves and Work Section

9 #2bi: The children) and worker moved separatelyf the child(ren) joinedor preceded the
worker, record the reason for the chilflthd @skerl at er m
moved from a different school district than the child(ren), record the name of thehsol
district in which the worker resided immediately prior to the move.

1 #4a: The worker engaged in new qualifying work more than 60 days after the qualifying
move.

1 #4b: The worker did noengage in newqualifyingwork soon after the qualifyingmnove. In this
case, the recruiter must document that

o The workeractively sought newgualifying work;AND
0 The worker has a recent history of moves for qualifying work.

1 #5: The worker is a migratory gricultural worker or migratory fisheon t he basi s of 0]
Ssubsistence, 6 meaning Othat the worker and the
necessity, consume, as a substantial portion of their food intake, the crops, dairy products, or
livestock they produce or the fish they catch (34 CFR§ 200.81(m)).

1 #6aor6b:The empl oyment is temporary based on the
statement. In particular, record the information provided by the worker or employegarding
how long they expect the employment to lasthe comment should be of sufficient length to
adequately document how the recruiter came to the eligibility decision.
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ED recommends that the recruiteprovide additional comments on the COi the following
circumstances and in any other circumstances which a third party may questiotthe eligibility
determination:

1 The information on the COE needs additional explanation to be clearly understood by an
independent autside reviewer

1 The basis for thepreliminary eligibility determination is not obvious-or example, the work is
unusual enough that an independent reviewer is unlikely to understand that itgsalifying
work. An explanation is needed tenable a reviewer to understand how the preliminary
eligibility determination was made

1 The work could be part of @series of activitie®that, viewed together, wuld constitute year
round employment ¢.g.,mending fences on a dairy farm and bailing hay could be two parts
of yearround ranching with one employer).

1 The work may be viewed by an independent reviewer as either temporary or yeand
employment €.g.,collecting eggs or milking cows).

1 A "mové is of such brief duration that one could question whethdérwas a move from one
residence to another residence, due to economic necessity.

Anintervieweeu s es a symbol such as an 0Xdé or ot her

The mailing address is different fnm the childrend s phy si c.al residence

1
9 The person who provided the information on the C@&m (interviewee)is not the worket
1
1

The child(renp s | egal parent/ guardian(s) differ

Interviewee Signature SectionThe interviewee signs and dates the COE on the day th&emmiew is
conducted. The interviewee must also write his or her relationship to the child.

I understand the purpose of this form is to help the state determine if the
child(ren)/youth listed on this form is/are eligible for the Title I, Part C, Migrant
Education Program To the best of my knowledge, all of the information | provided
to the interviewer is true.

Signature, Relationshipgo the child(ren) Date

The person who signs the COE must be the source of the information contained in the document and

should verify any information provided by another sourcH the intervieweeis unable to sign his or

her name,he or shemu s t mar k an 0X6 in the signature secti

parent s name and r el ati on =¢tionplfthe iatentielveerefasestd d
sign his or her name, the recruiter must documentthe n t e r v riefasal & ¢hé Gomments section
and printthei nt e r v namewadrdéagionship to the child.

If a state chooses to include other statements thakequire, for example, a parent/guardian signature
specifically, the state can include those statements separately from the Interviewee Signature. ED
strongly recommends that states obtain the approval of their legal counsel to ensure that additional

V &

from
or

i n th



Migrant Education Program National ID&R Manual | Chapter 8 102

statements they add to this section comply with the applicable federal, state, and local laws and
policies.

The recruiter should make sure the interviewee understands what he or she is signirihe recruiter

can do this by reviewing every line of the C@Rd confirming with the parenthat the information is
correct. If the interviewee can read, the recruiter should give the interviewee a blank copy of the COE
form in his or her native language (if availd®) so the interviewee can follow alon@nce the SEA
designated reviewer reviews, signs, and dates, the COE, the MEP should send a copy of the COE by
mail or handdeliver it at a later date.

Eligibility Data Certification. The recruiter signs and dates the CQdh the day the interviews
conducted

| certify that based on the information provided to me, which in all relevant aspects is
reflected above,l am satisfied that these children are migratorghildren as defined

in 20 USC 6399 and implementing regulations, and thus eligible as such for MEP
services | hereby certify that, to the best of my knowledge, the information is true,
reliable, and valid and | understand that any false statement provided herein that |
have made is subject to fine oimprisonment pursuant to 18 U& 1001.

Signature of Interviewer, Date
Signature of Designated SEA Reviewer, Date

At least one SEAlesignated reviewer must checlkach completed COE to ensure that the written
documentation is sufficient and that, based on the recorded data, the child(ren) may be enrolled in
the MEPR The SEAlesignated reviewer must sign and date the COE on the day it was reviewed

NOTEIf an SEAwishes to add to any portion of the Eligibility Certification Section, it must submit its
proposed statement to OME for approval.

Processing and Storing the COE

After the recruiter completes the CQEhe SEA or LO#s responsible for reviewing the information on
the document, and then storing and securing it appropriatelyhis process varies by statebut there
are somebasic guidelines for the recruiter and other ID&Btaff. Afterthe recruiter completes the
COEand before it is forwarded to the next person for review, the recruiter should

1 Check the COHor accuracy.Are all the items filed in? Are the dates of birth, QADand
residencydate correct? Are the names spelled properlyAr e t he recrui terds an
i nt er vsigeawegidckided?s the writing legble?

1 Review the eligibilitydetermination. Were all of the applicable eligible factors metl3 it clear
from the information on the COIhat the childis eligible for the MER Were comments
provided?If so, would they be clear to an independent reviewer?
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After the recruiter completes these checks, the recruitenust forward the COHo at least one SEA
designatedreviewer, usually a recruitment supervisor, local administrator, or other trained recruiter,
who reviews theform. If the reviewer finds errors, the reviewer will return the form to the recruiter for
corrections If the form is complete anderrorfree, the reviewer signs and dates the COE tertify

that, based on the information provided, each chillisted is eligible for the MEPSome states require
additional reviews. OncetheCOkEas t he recruiterds and the reviewe
through any other reviews the SEA requires, the COErigered in the stateMEP database States

that use electronic COEs generally have a comparable review procdswese quality controlchecks

help ensure that every COE is completed and that the information contained on the COE establishes
eligibility under the MEPStates cannot provide servicesor include a child in the

annual child counts reportedo EDuntil the SEA(or its designeehas certified each child is eligible

for the MEP.

COE<ontain personal information that, under FERPa#d some statelaws, is not authorized for
public disclosure For this reasonthe recruiter should check with a supervisabout policies and
procedures for storing and securing COEs.

Record Keeping Requirements

Generally, recordsnust be maintained for three years after the date the grantee or locaperating
agencysubmits its last expenditure reprt for the period in questionUniform Guidance, Subpart [¥,
CFR8 200.333). If any litigation, claim, negotiation, audit, or other action involving the records has
been started before the expiration of the thregear period, the records must beetained until
completion of the action and resolution of all issues which arise from it, or until the end of the
regular threeyear period, whichever is later

In practical terms,the length of time that anSEA/LOAmMust keep a COEo meet this threeyear
retention perioddepends on whether the childnakes subsequent qualifying movewhich result in
new QADswhich will increase the amount of timg=or example, a&COERhat indicates that a child
made a qualifying moven October 202 means that the child will remain eligiblewithout another
qualifying move, until October 205. A child eligible in Octobe2015 would be included in the
Category 1 child count for the period September 1, 28 6 August31, 2016, and would generate
funding for the state throughfiscal year (FY) 2019. FY 2019 funds may be used, with carryover, until
September 30,2021. The SEA does not need to submit the final expenditure report for these funds
to EDuntil as late as December 312021. The threeyear record retention period beginn
December2021 when the SEA submits the final expenditure report and runs until December 31,
2024. Therefore, the SEA would have to keep this particular COE until DecemberZR4. (NRG

Ch Xl, C3) Of course, the SEA might have teep this COE longer if there is any litigation, claim,
negotiation, audit, or other action involving the record.

The SEA/LOAshould ensure that recordsare storedin an orderly fashionand readily availablef
needed By carefully maintaining and preserving MERcords, the SEA










































































































































































































































































































































































































































